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Abstract 
 
Effects of Emotional Intelligence Training on Emerging Staff and Student Leaders in a 
Collegiate Setting. Claire Rene, 2015: Applied Dissertation, Nova Southeastern 
University, Abraham S. Fischler School of Education. ERIC Descriptors: Emotional 
Intelligence, Leaders, College Environment, Organizational Development, Instructional 
Improvement 
 
This study explored the effects of emotional intelligence (EI) training on emerging staff 
and student leaders’ EI quotient (EQ) score. The dissertation was designed to provide 
training incorporating EI concepts for emerging leaders who were considering enhancing 
their EI skills. Currently, the EI theory is not prevalent in leadership development 
training curricula in either academia or corporate settings (Freedman, 2010; Gliebe, 2012; 
Moore, 2012). EI is a form of social intelligence that allows an individual to discern, 
maintain, and control his or her own and others’ emotional reactions (Mayer & Salovey, 
1998). EI is measurable in the form of a quotient number known as an EQ. Previous 
research (Goleman, Boyatzis, & McKee, 2013; Mittal & Sindhu, 2012; Suciu, Gherhes, 
& Petcu, 2010) indicated a positive correlation between individuals with high EQ and 
their success rates as great leaders and motivators. 
 
Researchers (Deepa, 2013; Khosrovi, Manafi, Hojabri, Aghapour, & Gheshmi, 2011; 
Love, 2014) who conducted studies on the topic of EI revealed that, once the learner is 
exposed to EI training, then his or her EQ increased thus the learner had the ability to 
develop as an effective manager of his or her and other’s emotions, behavior, and 
reaction. The researcher developed an EI training based on Bar-On’s (2006) EI theory to 
help the participants learn more about using EI to influence positively how they managed 
their emotions, lives, and other’s emotions and how they made decisions. The methods 
that were incorporated in the training were self-paced video recordings and activities.  
 
The study included 30 participants (control group =15 participants and trained group = 15 
participants) who first completed Bar-On’s (2005) Emotional Quotient Inventory 
assessment to measure their EQ scores (pretest) and then a reassessment (posttest). The 
scores were computer generated by Bar-On’s (2005) Emotional Quotient Inventory, 
which provided 1 total EQ score, 5 composite scores, and 15 subscale scores for all the 
participants. All the participants’ scores were calculated by using the Wilcoxon signed-
rank test and descriptive statistics tools to test the effects of the EI training. The 15 
trained participants completed a computer-generated 4-question feedback survey that was 
e-mailed to them. 
 
The EQ scores were examined and compared to each other: trained versus untrained. The 
results showed that the trained grouped had an incremental increase in their EQ score. 
The increase was not statistically significant except in the area of self-awareness. Self- 
awareness is a subscale that encompasses the importance of the participants’ ability to 
identify their emotions and feelings, discover their origin, and use it to form positive 
outcomes (Goleman, Boyatzis, & McKee, 2013). 
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Chapter 1: Introduction 
Background and Justification 
The achievement possibilities for adults in leadership positions are endless. 
Therefore, many aspire to become leaders in their respective fields, such as business, 
education, medicine, sports, and hospitality. According to Sharon (2012), to become 
better leaders, “Confidence and the ability to solve problems are essential aspects” (p. 
54). Some people will go to school and learn the various schools of thoughts of 
leadership and others will enlist into mentorship programs that provide support, 
encourage collaborations with seasoned colleagues, and endorse professional and 
personal development (Cook, 2012). Regardless how the skills are acquired, employers 
desire those individuals with attributes related to emotional intelligence (EI, Love, 2014). 
According to Mayer and Salovey (1997), EI is “a form of social intelligence that involves 
the ability to monitor one’s own and others’ feelings and emotions, to discriminate 
among them, and to use this information to guide one’s thinking and action” (p. 1). 
The institution of higher education has been given the task by the business sector 
to develop leaders, according to the U.S. Department of Energy Office of Learning and 
Workforce Development (2014), “With the essential skills to motivate their employees, 
effectively communicate with others, fine-tune critical thinking skills, and build and 
leverage partnerships” (p. 2). Goleman (2011) stated, the “Harvard Review acclaimed EI 
as a ground breaking, paradigm-shattering, and one of the most influential ideas of the 
decade” (p. 1).  
Clarke (2006) indicated EI training has received credit for “providing a new 
perspective on how leadership and teamwork necessary for performance in today’s 
workplace might be more effective and better understood” (p. 1). Students’ EI predicts 
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successful social performance just as intelligence quotient (IQ) predicts successful 
scholastic abilities (Low, Lomax, Jackson, & Nelson, 2004). As a matter of fact, in 2002, 
the management education task force of the Association to Advanced Collegiate Schools 
of Business (as cited in Myers & Tucker, 2005) called for the implementation of EI 
components into the business school’s curricula as a means of becoming more relevant to 
the global working environment. The skills are in demand, and research (Daff, De Lange, 
& Jackling, 2012; Goleman, Boyatzis, & McKee, 2013) proved the importance; however, 
the EI training is deficient in colleges, universities, and corporate training curricula. 
Research Problem 
 The research problem addressed whether EI training in the collegiate setting 
would be effective and help emerging staff and student leaders increase their emotional 
intelligence quotient (EQ) scores, thus providing the participant with the enhanced skills 
set of self-perception, self-expression, interpersonal, decision making, and stress 
management. The students were first assessed, and initial EQ was determined by the 
Emotional Intelligence Quotient Inventory (EQ-i) measuring tool (Bar-On, 2005). Then 
the training was conducted. Finally, the students were reassessed to measure any EQ 
numerical changes. The differential factor of the training was the concentration on areas 
of opportunities for EQ numerical increases. The problem was that, throughout the years, 
there were organizations and schools in need of EI training to help with teaching soft 
skills, retaining students and employees, and developing leaders to facilitate high-
performance teams (Freedman, 2010; Gliebe, 2012; Moore, 2012).  
Deficiencies in the Evidence 
The areas of need in relation to the problem were the research conducted in 
collegiate settings. The studies regarding EI training were limited in educational curricula 
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(Dolev, 2012). Without an abundance of positive outcomes and relevant results, these 
entities will not find value in EI training. 
Audience 
The audience was 30 staff and student leaders in collegiate settings as advisors, 
managers, students, educators, and administrators. These voluntary participants were 
delivered flyers to find out more about EI. They received the majority of the information 
electronically. 
Definition of Terms 
The EQ-i is a measurement tool developed by Bar-On (2005) to assess EQ. Bar-
On (2005) claimed that EI is an “array of non-cognitive capabilities, competencies, and 
skills that influence one’s ability to succeed in coping with environmental demands and 
pressures” (p. 10). The EQ-i is a 133-item self-report measure that takes approximately 
30 minutes to complete (Bar-On, 2000). The measure yields an overall EQ score as well 
as scores for five composite scales: (a) Self-Perception, (b) Self-Expression, (c) 
Interpersonal, (d) Decision Making, and (e) Stress Management. The EQ-i identifies 15 
characteristics of emotional competence. The definitions of the domains are presented in 
this section.  
Self-regard. This is the ability to respect and accept oneself. Stein and Book 
(2011) said, “This conceptual component of emotional intelligence is associated with 
general feelings of security, inner strength, self-assuredness, self-confidence, and feelings 
of self-adequacy” (p. 68). 
Emotional self-awareness. This, according to Cherniss and Adler (2000), is 
“knowing one’s internal states, preferences, resources, and intuitions” (p. 10). 
Assertiveness. Stein and Book (2011) said this “is characterized by a clear 
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statement of one’s beliefs and/or feelings, accompanied by a consideration of the 
thoughts and feelings of other, without this consideration, certainly, assertiveness 
becomes aggression” (p. 105). 
Independence. Bar-On (1997) said this is “The ability to be independent rests on 
one’s degree of self-confidence and inner strength and the desire to meet expectations 
and obligations without becoming a slave to them” (p. 93). 
Self-actualization. Stein and Book (2011) said this “is an ongoing, dynamic 
process of striving toward maximum development of your abilities and talents, of 
persistently trying to do your best and to improve yourself in general” (p. 76). 
Empathy. Goleman (1995) likened this to “social radar” (p. 125) because it 
provides a sense and feeling about from where other people are coming. 
Social responsibility. According to Stein and Book (2011), “social responsibility 
is the ability to be a constructive cooperative member of a social group, either at work or 
in one’s personal life” (p. 147).  
Interpersonal relationship. As defined by Stein and Book (2011), this is “the 
ability to establish and maintain mutually satisfying relationships that are characterized 
by intimacy and giving and receiving affection” (p. 125). 
Stress tolerance. Stein and Book (2011) determined that successful people are 
those who can remain calm during a crisis and are seldom quick to react impulsively in 
actions and communications. 
Impulse control. Stein and Book (2011) said this is “The ability to resist or delay 
an impulse, drive, or temptation to act” (p. 175). 
Reality testing. Stein and Book (2011) said, “this is the competency of seeing 
things as they really are rather than how one wishes them to be” (p. 159). 
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Flexibility. Stein and Book (2011) described this competency as an ability to 
manage one’s emotions and behaviors in an environment conducive to changes and 
modified conditions.  
Problem solving. Stein and Book (2011) said this is “Having the ability to find 
solutions to problems in situations where emotions are involved” (p. 166). 
Optimism. This is the ability to face hard times and still maintain a positive 
attitude and energy (Stein & Book, 2011).  
Happiness. This allows people to feel at ease at work and in their personal lives 
(Stein & Book, 2011). 
 To further aid in the understanding of EI and this research the following 
definitions were added:  
EQ. This is the measurement of emotional competencies (Goleman, 2001). 
Areas of opportunities. These are the participants’ EI five composite areas and 
their 15 subscales that received scores below 90 points or the lowest scores of the 
subscales (Multi-Health Systems, 2012). Each composite area is listed with the 
corresponding subscales: (a) Self- Perception: Self-Regard, Self-Actualization, and 
Emotional Self-Awareness; (b) Self-Expression: Emotional Expression, Assertiveness, 
and Independence; (c) Interpersonal: Interpersonal Relationship, Empathy and Social 
Responsibility; (d) Decision Making: Problem Solving, Reality Testing, and Impulsive 
Control; and (e) Stress Management: Flexibility, Stress Tolerance, and Optimism.  
Purpose of the Study 
 The purpose of this study was to determine the effects of EI training on emerging 
staff and student leaders in a collegiate setting. The EI composite areas that were 
measurable by the EQ-i 2.0 assessment tool were Self-Perception, Self-Expression, 
6 
 
 
Interpersonal, Decision Making, and Stress Management. In this study, the EQ-i 2.0, 
which is an effective and proven measurement of EI, was utilized for the pretest and 
posttest (Bar-On, 2005). 
EI training has shown positive results in different arenas. Some companies seek 
leadership development, sales technique, and change management skills from EI 
(Whalen, 2010). In 2003, Talent Smart, an organizational leadership development 
consulting group, was contracted to assist Fortune Brand, a billion dollar producing 
corporation (Bradberry, 2010). According to Bradberry (2010), Fortune Brand wanted to 
increase their sales of their Therma Tru Doors product and wanted EI training for their 
sales representative so they could accomplish accurate measurement and skill building in 
the organization's 11 key competencies, a strong focus on goal setting and personal 
accountability for change, and metrics to measure the program's value. 
Along with the department’s human resource specialist, Bradberry (2010) 
proceeded with a leadership development program that included an EQ-i assessment and 
360 EI assessment and allows the individual to receive unbiased and construct feedback 
from managers, colleagues, and family members. According to Bradberry, the multiday 
training encompassed lessons on “building self-awareness and increasing each attendee's 
emotional intelligence skills” (p. 4). The training commenced at the executive leadership 
levels then throughout all the organization’s managers (Bradberry, 2010). All the trainees 
received feedback on their assessment, action plan, and follow-up support via e-learning 
and face-to-face coaching. Bradberry said, “As measured by metrics of key business 
indicators” (p. 6), the results showed those who were impacted by the training included 
73% of the leaders who attended the program and worked with an executive coach after 
the program; 81% of the leaders who attended the program, completed the e-learning, and 
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used the Goal-Tracking; 100% of leaders who attended the program and used all 
available development methods (an executive coach, the e-learning, and the Goal-
Tracking System); and 28% of leaders who attended the program but declined to 
participate in the e-learning, Goal-Tracking System, and executive coaching. 
Furthermore, the organization identified individuals who were not prepared or committed 
to the leadership transition, recognized attrition-related improvements among the 
leadership group, and observed performance improvements. 
EI training has made improvements in individuals’ physical well-being, social 
relationships, and employability (Nelis et al., 2011). The Nelis et al. (2011) study 
consisted of 58 undergraduate students who were voluntary participants from the 
University of Liege in Belgium. The study was conducted using the Trait Emotional 
Intelligence Questionnaire developed by Petrides and Furnham (2003). The assessment 
provided scores from 153 items that were on 15 subscales. Four major factors were well-
being, self-control, emotionality, and sociability (Nelis et al., 2011). The EI training that 
proceeded the preassessment consisted of short lectures, role-playing activities, group 
discussions, journal writing, and e-mail follow-up correspondence. 
The EI case study conducted by Nelis et al. (2011) found that, after 18 hours of EI 
training with continuous e-mail follow ups, the participants showed improvements in the 
areas of emotional regulation, understanding, and competency. Furthermore, 6 months 
later, the same participants were more sociable and less combative. The training fortified 
the participants’ EI skills that are parallel in the areas of healthy lifestyles, sociability, 
and career successes. 
A compelling case where EI training helped an organization progress is when 
Roadway Express, a trucking company established in 1930 and consisted of 26,000 
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employees in 1999, explored the concepts of EI (Mosley, Mosley & Paul, 2014). The 
manager realized that the employees were dealing with dissonance due to the lack of 
communication, accountability, and leadership abilities. He also desired to be more 
competitive in the trucking industry. To address these issues proactively, leaders decided 
to pursue a leadership training that was aligned with EI competencies. After combining 
efforts with Weatherhead School of Management, the organization integrated the EI 
training, and the outcomes were rewarding. The company saved $6 million along with 
annual accidental incidents and injuries declining by 43% and 41%, respectively.  
Conclusion 
To conclude, due to the compelling components of EI theories, such as the ability 
to increase empathy, stress management and problem-solving skills, and leadership skills, 
according to McKee (2015), “Organizations are looking into Emotional Intelligence 
leaders to create resonant environments where everyone can be and do their best while 
constantly adapting, learning, and having fun” (p. 39). Therefore, EI plays a relevant 
resource in corporate and educational settings. 
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Chapter 2: Literature Review 
EI has been deemed a reliable indicator, according to Dolev (2012), of “success in 
the corporate and education world, and effective teaching” (p. ii). EQ, the numerical 
indicator of EI, represents measurable levels that are useful when determining an 
individual’s emotional area of strengths to maximize and opportunities to develop 
(Goleman et al., 2013). The emotional outcomes that EI promotes are knowing one’s 
emotions, managing emotions, motivating oneself, recognizing emotions in others, and 
handling relationships (Salovey & Mayer, 1990). These emotional attributes, if positively 
employed, are beneficial in many aspects of life, careers, and relationships (Bar-On, 
2007; Goleman et al., 2013). 
Singh (2013) said, “The relationship between leaders, workers, customers, and 
partners is integral to the success of an enterprise and emotional savvy of leaders is 
dependent upon their ability to build and sustain rapport with their employees” (p. 493). 
Furthermore, Freedman (2010) deemed emotionally intelligent leaders more effective due 
to their high yields in productivity and outstanding results. 
Because EI training positively promotes these outcomes, leaders from an array of 
industries, including sales, education, business, information technology, and hospitality, 
are always looking to develop their EQ to become more proficient in their qualified areas 
(Boyatzis & Van Oosten, 2003; Goleman, 1998). Various organizations, including the 
U.S. military, have integrated EI concepts and training into their curricula (Freedman, 
2010).  
The selected literature will provide insight on the significant components of EI. 
The explored components are the origins of EI, models and measuring tools, critics, and 
industry application. The main concept is to understand the influence of EI training and 
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its connection with the adult learners’ ability to increase their EQ. In order to demonstrate 
the relevance and effectiveness of EI training, its impact on business leadership, health 
care, and academic fields is also explored and exhibited. 
The Genesis of the EI Ideology 
  Intelligence measurement typically has relied on the outcome of standardized 
testing that leads to an IQ test score. Thus, if a person has a high IQ score, he or she 
would be expected to be successful in his or her career. However, there is a missing 
element that has been neglected, which is the importance of social intelligence especially 
the emotional component. The combination of emotions and intelligence was considered 
a novel concept when first introduced in a theoretical model about 20 years ago (Salovey 
& Mayer, 1990). Goleman (as cited in DTS International, 2011) was coined as the father 
of EI and commercialized the concept that emotions can be measured and developed to 
benefit a person’s social awareness, self-confidence, and personal achievement.  
Emotions are critical components of an individual’s survival instincts. However, 
emotions are adaptive only when the information they provide is attended to, interpreted, 
understood, used, and managed effectively (Denham, 1998; Mayer & Salovey, 1997; 
Saarni, 1999). Rivers et al. (2012) said, “Emotions are a multifaceted, integrated response 
occurring within an individual in reaction to a change (real or imagined) in the 
environment” (p. 345). During an emotional response, all the systems, such as cognitive, 
physiological, and behavioral, are involved for an adjustment (Darwin, 1872; Frijda, 
1986; Plutchik, 1980). Emotions also work as an informative agent because the 
expression of emotion conveys information about thoughts, intentions, and behavior 
(Keltner & Haidt, 2001; Rivers et al., 2012). Furthermore, it has been found that 
emotions can be an asset by being constructive and contribute by enhancing performance 
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and decision making at work, school, and home (Assanova & McGuire, 2009). As a 
result, the four sectors of EI--perceiving and sensing emotions, using emotions, 
understanding emotions, and managing emotions--are influential in social and career 
successes (Salovey & Mayer, 1990).  
Plato (as cited in Assanova & McGuire, 2009) started the inquiry of the 
importance of EI when he expressed that all learning has an emotional base 2000 years 
ago. Moving forward, in 1872, Darwin, an evolution intellect, stated that, although 
humans are accommodating to change, we are still stimulated by emotional influences. 
In 1920, Thorndike, an educational psychologist, initiated the concepts of social 
intelligence and explored the importance of the knowledge of managing men and women 
and acting wisely in human relations. Thorndike (as cited Ashkanasy & Daus, 2005), 
through his literature, emphasized the importance social intelligence in leadership roles. 
Social intelligence became the basis from where EI catapulted. According to DTS 
International (2011), Maslow also noted that the bulk of his hierarchy and the higher 
order needs were emotional needs.  
Gardner (1983) examined two types of intelligence that established the beginning 
of EI: interpersonal and intrapersonal. Based on his research, Gardner explained the 
theory of multiple intelligences and elaborated on the fundamentals of the social 
intelligences. Interpersonal intelligence constitutes the ability to understand the 
intentions, motivations, and desires of other people, and intrapersonal intelligence 
requires understanding yourself and appreciating your feelings, fears, and motivations.    
Between 1980 and 2000, EI researchers produced great theories, models, and 
assessments. Payne (as cited in Barrett & Salovey, 2002) formulated the term EI while 
writing his dissertation in 1985. However, Goleman (as cited Ashkanasy & Daus, 2005), 
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a social science journalist, elevated the EI research by commercializing the concept 
through his New York’s bestselling book  in 1995 after reviewing Mayer and Salovey’s 
work on the topic. The publication of Goleman’s (1995) Emotional Intelligence: Why It 
Can Matter More Than IQ introduced EI to the general public. The literature touched on 
EI subject matter that can be employed by any organization (education, corporate, and 
government) and touched every age population.  
Bar-On (2005) elevated the importance of EI by identifying influential EI 
competencies and computing their measurements through an assessment instrument 
called EQ-i. Bar-On (2005) believed that these noncognitive competencies prove more 
about a person’s social, family, and career successes. According to Ashkanasy and Daus 
(2005), Bar-On had not heard of EI. He read Goleman’s (1995) book but quickly 
recognized the potential of the measure he had developed for his dissertation work and 
renamed his measurement tool as the EQ-i, a multidimensional questionnaire measure of 
EI, which is now marketed and distributed by Multi-Health Systems (Bar-On, 1997).   
Additionally, Mayer, Salovey, and Caruso (2004) developed a scientific 
measurement of EI labeled the Mayer, Salovey, and Caruso Emotional Intelligence Test 
(MSCEIT). Throughout the years, these assessments have provided valid and credible 
content that produced numerical measurements of an individual’s EQ (Consortium for the 
Research on Emotional Intelligence in Organizations, 2012b). 
Currently, institutions worldwide have implemented the theories, models, and EI 
assessments at their schools and corporations to assist their stakeholders with the ability 
to increase their EQ and thus identify, understand, manage, and use emotions to be 
productive, motivate, and appreciative for individuals and leaders (Assanova & McGuire, 
2009). They can also feel, use, communicate, recognize, remember, describe, identify, 
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learn from, manage, understand, and explain emotions (Hein, 2007).  
EI Models and Measurement Tools 
 EI models and measuring tools exist after the extensive research of social 
intellects throughout the years. According to Seal, Navmann, Scott, and Royce-Davis 
(2011), researchers Bar-On, Salovey and Mayer, and Goleman assisted with the 
manufacture and promotion of EI concepts, models, and measurements such as the 
emotional traits, emotional ability, and emotional competence respectively.  
The models and measuring tools are currently employed by various organization’s 
human resource departments and education and training divisions. Seal et al. (2011) said, 
“As a result individuals, groups and organizations high in EI might prove more capable 
of utilizing emotion to better adapt and capitalize on environmental demands” (p. 4). 
Mayer-Salovey-Caruso EI Test 
Even though other researchers popularized the EI concepts and theories, 
according to Seal et al. (2011),  
Salovey and Mayer are frequently cited as the originators of the modern EI 
construct in their seminal article, “Emotional Intelligence in Imagination, 
Cognition, and Personality” and based their construct on the social intelligence 
literature which provided the theoretical justification for the narrower EI 
construct. (p. 4). 
 
Ashkanasy and Daus (2005) noted that Mayer and Salovey continued to develop 
the MSCEIT. Their model of EI, which is structured into four branches, analyzes one’s 
abilities to manage emotions (Mayer, Salovey, Caruso, & Sitarenos, 2003). According to 
the Consortium for the Research on Emotional Intelligence in Organizations (2012c), the 
four branches are the following: 
1 Perceiving emotions, which is the ability to perceive emotions in oneself and 
others as well as in objects, art, stories, music, and other stimuli. 
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2. Facilitating thought, which is the ability to generate, use, and feel emotion as 
necessary to communicate feelings or employ them in other cognitive processes. 
3. Understanding emotions, which is the ability to understand emotional 
information, understand how emotions combine and progress through relationship 
transitions, and appreciate such emotional meanings. 
4 Managing emotions, which is the ability to be open to feelings and modulate 
them in oneself and others so as to promote personal understanding and growth. 
The Consortium for the Research on Emotional Intelligence in Organizations 
(2012c) further acknowledged that the MSCEIT is an emotional ability-based test 
formulated to measure the four branches of the EI model established by Mayer and 
Salovey. The measurement, Mayer Salovey Caruso Emotional Intelligence Test 
(MSCEIT), consists of 141 items and takes 30-45 minutes to complete. MSCEIT 
provides 15 main scores: Total EI score, two Area scores, four Branch scores, and eight 
Task scores. In addition to these 15 scores, there are three supplemental scores (Mayer et 
al., 2003).  
MSCEIT case study. The Reuben, Sapienza, and Zingales (2009) EI training that 
utilized the MSCEIT instrument is able to gather positive outcomes. Reuben et al. 
investigated and sought evidence that could prove that EI could be taught successfully. 
According to Reuben et al., the MSCEIT was used to test the participants’ abilities due to 
“its high test-retest reliability, less susceptible to manipulation, and it is uncorrelated with 
other important individual characteristics such as mood, cognitive skills, and personality 
traits” (p. 2). After hiring EI facilitators, pre- and postassessments were conducted 
utilizing the MSCEIT measuring instrument. The students were randomly placed in the 
EI training and a control-group session. Reuben et al. explained the following results: 
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Emotional intelligence can be taught. 36 students who were treated with the 
course specifically aimed at teaching emotional intelligence increased their 
MSCEIT score by 4.8 percentage points (p = 0.009). 37 Students who are treated 
with the course aimed at increasing their resiliency, a skill that has elements in 
common with emotional intelligence, experienced an increase of 3.7 percentage 
points (p = 0.040). By contrast, 35 students who attended the placebo course 
showed no increase in emotional intelligence (their MSCEIT score changed –0.4 
percentage points, p = 0.559). The effect of the course is long lasting, then 
emotional intelligence courses such as the one we investigate can be a worthwhile 
investment. (p. 3)  
 
Bar-On’s EQ-i 
EQ-i is another measurement tool of EI based on the Bar-On’s theoretical EI 
model and currently circulated by Multi-Health Systems (Bar-On, 1997). Seal et al. 
(2011) noted, “In 1988 Bar-On, in his landmark dissertation, The Development of a 
Concept of Psychological Well-Being, coined the phrase ‘Emotional Quotient’ or EQ” (p. 
4). Bar-On (1988) based his construct on positive psychology literature, examining 
attitudes that paralleled traditional intelligence in explaining psychological well-being. 
According to the Consortium for the Research on Emotional Intelligence in 
Organizations (2012b),  
Emotional Quotient Inventory (EQ-i), EQ-360 and EQ-i: YV were developed to 
assess the Bar-On model of emotional-social intelligence. The EQ-i is a self-
report measure designed to measure a number of constructs related to EI. The EQ-
i consists of 133 items and takes approximately 30 minutes to complete. It gives 
an overall EQ score as well as scores for the following five composite scales and 
15 subscales. (p. 1). 
 
 Bar-On (2006) and the Consortium for the Research on Emotional Intelligence in 
Organizations (2012b) identified the following five composite scales and 15 subscales of 
the EQ-I, which are the Intrapersonal composite that is associated to the subscales Self-
Regard, Emotional Self-Awareness, Assertiveness, Independence, and Self Actualization. 
Interpersonal is the second composite scale that is associated with Empathy, Social 
Responsibility, and Interpersonal Relationship. Stress Management is another prolific 
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composite scale that correlates with the subscales Stress Tolerance, Impulse Control. 
Adaptability which deals with change management is aligned with the subscales Reality 
Testing, Flexibility, and Problem Solving. Finally General Mood is the composite 
subscale that is defined as self-motivation and aligned with subscales Optimism and 
Happiness. 
EQ-i case study. When researching for EI training’s impact on public 
administration graduate students, Bar-On’s EQ-i instrument was employed. According to 
McEnrue, Groves, and Shen (2010), “Jaeger studied 31 students in a management course 
and 119 students from other sections of the course without an emphasis on EI” (p. 15). 
The EI training consists of the following sections, according to McEnrue et al.,  
Readings on EI attention to the human component of management during the first 
three weeks, then Case discussions regarding EI with a group project experience. 
The student completed a Pre / post assessment of EI and finally received an 
opportunity to develop strategies to increase their EI throughout the semester. (p. 
15). 
 
Jaeger (as cited in McEnrue et al., 2010) presented results that illustrated 
significant differences between the control group versus the trained group’s post-EI 
scores in the EQ-i areas of general mood, stress management, adaptability, interpersonal, 
and intrapersonal. McEnrue et al. (2010) said, “It appears from the results reported that 
the training had a powerful effect” (p. 15). 
Goleman’s Emotional Competency Index (ECI) 
Goleman developed the ECI based on the principles of his construct of EI model 
(Sala, 2002). Seal et al. (2011) opined, 
Whereas Bar-On (1988) may have originated the concept of emotional quotient 
and Salovey and Mayer (1990) may have coined the phrase emotional 
intelligence, Daniel Goleman’s best-selling 1995 book, Emotional Intelligence: 
Why It Can Matter More Than IQ, is credited with popularizing the construct. 
Goleman’s (1995, 1998) original construct linked the earlier work of Boyatzis 
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(1982) and Spencer and Spencer (1993) on competencies to emerging research in 
affective neuroscience, focusing on behaviors that link to successful outcomes. (p. 
5). 
 
Sala (2002) also opined that the ECI, an EI measurement instrument, has been 
utilized and found applicable by many management consultants. The Consortium for the 
Research on Emotional Intelligence in Organizations (2012a) described the ECI 2.0 as 
another “360-degree tool designed to assess the emotional and social competencies of 
individuals in organizations” (p. 1). The instruments are designed for employee 
leadership development and not necessarily as a hiring or compensating assessment and 
should be facilitated by certified users (Wolff, 2006).  
The Consortium for the Research on Emotional Intelligence in Organizations 
(2012a) explained the 18 competencies as the following: Self-Awareness concerns 
knowing one's internal states, preferences, resources, and intuitions. The Self-Awareness 
cluster contains three competencies: (a) emotional awareness, recognizing one's emotions 
and their effects; accurate self-assessment, knowing one's strengths and limits; and (c) 
self-confidence, a strong sense of one's self-worth and capabilities. 
The next set of competencies are aligned with the principles of self-management, 
which refers to managing ones' internal states, impulses, and resources. The self-
management cluster contains six competencies: emotional self-control, keeping 
disruptive emotions and impulses in check; transparency, maintaining integrity, acting 
congruently with one’s values; adaptability, flexibility in handling change; achievement, 
striving to improve or meet a standard of excellence; initiative, readiness to act on 
opportunities; and optimism, persistence in pursuing goals despite obstacles and setbacks.  
Social awareness refers to how people handle relationships and awareness of 
others’ feelings, needs, and concerns. The social awareness cluster contains three 
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competencies: empathy, sensing others' feelings and perspectives and taking an active 
interest in their concerns; organizational awareness, reading a group's emotional currents 
and power relationships; and service orientation, anticipating, recognizing, and meeting 
customers' needs. 
Finally, relationship management concerns the skill or adeptness of inducing 
desirable responses in others. The relationship management cluster contains six 
competencies: developing others,: sensing others' development needs and bolstering their 
abilities; inspirational leadership, inspiring and guiding individuals and groups; change 
catalyst, initiating or managing change; influence, wielding effective tactics for 
persuasion; conflict management, negotiating and resolving disagreements; and 
teamwork and collaboration, working with others toward shared goals and creating group 
synergy in pursuing collective goals. 
ECI case study. Sala (as cited in McEnrue et al., 2010) demonstrated the 
influence of an EI training program when the results of a training program labeled 
Mastering Emotional Intelligence were reported. According to McEnrue et al. (2010), 
trainees participated in three workshops totaling 5 days where the participants conducted 
a self-assessment using the ECI, were introduced to EI, learned the competencies, and 
received opportunities to work on EI behaviors. 
McEnrue et al. (2010) reported that, after 20 Brazilian managers and consultants 
and 19 U.S. American accountants completed a corporate EI training, their 
postassessment produced impressive outcomes. The results indicated that 8 months after 
the training, they improved on eight out of 20 competencies. Fourteen months later, the 
same participants were assessed, and the results showed significant improvements on 19 
out of 20 competencies. Sala (as cited in McEnrue et al., 2010) noted that both times, the 
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participants displayed positive results which infer that the EI training was successful at 
improving EI.  
Critics of EI 
Throughout the years, the proponents of EI have produced countless amounts of 
research in their quest to prove the legitimacy of EI (Ashkanasy & Daus, 2002). These 
researchers provided data to illustrate that EI is exciting and developing area of research 
in organizational behavior and a key component of the current burgeoning interest in 
emotions in organizational settings. However, according to Ashkanasy and Daus (2005), 
critics of EI, characterized EI as a “variant of social intelligence and depicted EI studies 
as research driven by a utopian political agenda, rather than scientific interest” (p. 441). 
The main critics of EI, Landy (2005) and Locke (2005), scrutinized every fundamental 
and critical element of EI theories and models. Ashkanasy and Daus (2005) noted three 
main points that critics dispute on EI research: lacks scientific scrutiny, is a discredited 
concept of social intelligence, and is limited by measurement properties of its tests. 
According to Davies, Stankov, and Roberts (1998), critics also believed that 
“measures based on consensual scoring exhibited low reliability and self-report measures 
had salient loadings on well-established personality factors, indicating a lack of divergent 
validity” (p. 989). Additionally, Davies et al. believed that EI constructs have not proven 
results that are valid compared to traditional social models thus the application of EI is 
premature. Waterhouse (2006) argued that “emotional Intelligence theories have 
inadequate empirical support and are not consistent with cognitive neuroscience findings” 
(p. 247). 
Each critic has valid concerns regarding the theories of EI. However, it has been 
found that every area of concern has been refuted by the various EI theorists and 
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researchers. For an example, the idea that EI is an invalid and unproven science has been 
challenged and, according to previous research (Brackett & Kataluk, 2006; Elfenbein, 
Barsade, & Eisenkraft, 2008; Law, Wong, & Song, 2004; Petrides, Frederickson, & 
Furnham, 2004), EI self-reports have been proven to be acceptably reliable and valid. 
Also Cherniss, Extein, Goleman, and Weissberg (2006) found that “5 of the 12 studies 
cited previously have been published in peer-reviewed sources, and the amount of 
research appearing in such sources has grown steadily in the last 5 years” (p. 241). 
In regard to the belief that EI is merely an intricate component of social 
intelligence, EI proponents battled those ideas by providing research to dispute those 
claims (Ashkansy & Daus, 2005). Mayer, and Salovey (as cited in Romero, 2008) 
insisted EI is a unique intelligence from social intelligence due to the emotion’s ability to 
acclimatize efficiently in an environment, resolve issues, and process information to 
eventually compose a cognitive approach. Ashkansy and Daus (2005) indicated that 
research reports depicting EI as its own intelligence are robust. 
Ashkansy and Daus (2005) established four points of the significance of EI 
models: EI is distinct from but positively related to other intelligences; it is an individual 
difference where some people are more endowed and others are less so; it develops over 
a person’s life span and can be enhanced through training; and it involves, at least in part, 
a person’s abilities effectively to identify and perceive emotion (in self and others) as 
well as possession of the skills to understand and manage those emotions successfully. 
Responding to the critics, Mayer, Caruso, and Salovey (2000) proved some 
insights on some important principles that are necessary before labeling a concept a form 
of intelligence such as: intelligence can be broken down into a set of mental abilities and 
the abilities coming from the intelligence must form a related set. In other words, they 
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must be intercorrelated, must rise and fall as a group, must have a significant positive 
correlation to traditional intelligence without being so highly correlated that they are just 
another indication of traditional intelligence, and should develop with age and 
experience.  
Based on their research, Mayer et al. (2000) proved that EI does meet these 
conventional and established measurements of intelligence. One of the main concerns of 
many critics is the real-world applications of EI (Ashkansy & Daus, 2005). Studies 
within the EI literature have recognized a relationship between self-report EI and 
contentment (Ciarrochi, Chan, & Caputi, 2000; Law et al., 2004; Mayer et al., 2000), 
stress (Ciarrochi, Dean, & Anderson, 2002) and survival skills (Goldenberg, Matheson, & 
Mantler, 2006; Saklofske, Austin, Galloway, & Davidson, 2007; Schutte, Malouff, 
Thorsteinsson, Bhullar, & Rooke, 2007).  
As a final point on real-world application, Cherniss et al. (2006) exhibited that 
workplace successes have been linked to EI and produced sufficient evidence supporting 
the correlation. One compelling study was conducted by Van Rooy and Viswesvaran 
(2004) in which the researchers examined the ability of EI to foretell performance 
outcomes utilizing various studies and participants. According to Cherniss et al. (2006), it 
was concluded that “EI and performance of .23, and the predictive validity of EI held 
relatively constant across the different performance domains, from workplace to 
academia” (p. 241).   
Cavallo and Brienza (2004) conducted a study of 300 sales managers and leaders 
at Johnson and Johnson. The peer review EI instrument, Emotional Competency Index 
(ECI), was utilized. The results revealed that the top-performing managers received high 
EI scores in all four EI capacities, such as Self-Awareness, Self- Management, Social 
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Awareness, and Relationship Management, and the top sales leaders obtained superior EI 
ratings in 17 out of the 20 competencies. EI models are employed in numerous arenas and 
aid in the management of emotions and stress in the areas of business, healthcare, and 
academia, and are thus applicable in real-life situations. 
Business Leadership Application 
In the business environment, the most successful leaders are deemed proficient in 
the areas of encouraging, inspiring, strategizing, and energizing (Stein & Book, 2011). 
Most leaders are able to mobilize others to do what is best for the organization in the 
spirit of change, improvement, and innovation. Great leaders employ the concepts of 
vision setting, staff involvement in the decision-making process, skills development and 
training, and recognition of desired behaviors to influence their stakeholders (Henderson, 
Schoonbeek, & Auditore, 2013). These are all elements of EI; thus, many business 
theorists and educators are seeking a better understanding of the correlating factors of EI 
and leadership skills (Rosch, Joseph, & Newman, 2011). According to Higgs and Aitken 
(2003), some notable EI elements that correlate with great leadership are the following:  
1. Self-awareness: Awareness of your own feelings and the ability to recognize 
and manage these. 
2. Emotional resilience: Ability to perform well and consistently in a range of 
situations and when under pressure. 
3. Motivation: Drive and energy which you have to achieve results, balance short 
and long-term goals and pursue your goals in the face of challenge and rejection. 
4. Interpersonal sensitivity: Ability to be aware of the needs and feelings of others 
and to use this effectively in interacting with them. 
5. Influence: Ability to persuade others to change their viewpoint on a problem, 
issue or decision. 
6. Intuitiveness: Ability to use insight to arrive at and implement decisions when 
faced with ambiguous or incomplete information. 
7. Conscientiousness and integrity. Ability to act consistently and in line with 
understood ethical requirements. (pp. 815-816) 
 
Further research by Naseer, Chishti, Rahman, and Jumani (2001) showed that team 
23 
 
 
members with high EI perform better due to their abilities to evaluate and manage their 
emotions, which results in interacting honorably and without consistent guidance from 
managers.  
According to Bar-On (2004), one compelling study involved restaurant managers. 
The study involved 100 managers of Beefeater restaurants in the United Kingdom. The 
results indicated that the managers’ EQ-i scores correlated to the company’s annual profit 
(R = .47) as well as customer satisfaction (R = .50). 
Change Leadership 
Goleman et al. (2013) revealed that, “Understanding the powerful role of 
emotions in the workplace sets the best leaders apart from the rest” (pp. 4-5). EI is a 
concept used by great leaders especially in the areas of change management, retention 
opportunities, and morale building. Leaders are encouraged to compel emotions to 
achieve positive employee behaviors and not dissonance. Thus, discovering elements that 
can eradicate or impede some of these common reactions to organization change will 
benefit both the employees and organization (Jordan, 2005). When dealing with change, 
an emotionally intelligent leader can use the moment to provoke positive emotions, such 
as excitement, enthusiasm, and creativity, instead of the negative emotions, such as 
anger, fear, anxiety, resentment, and withdrawal (Jordan, 2005).  
To further understand the impact of EI, Higgs and Aitken (2003) studied the 
relationship of EI and 40 managers’ leadership skills. These individuals participated in a 
leadership-development program in New Zealand. The study was conducted to determine 
if EI correlated with leadership abilities.  
The Overall Assessment Rating, a clinical-designed leadership potential 
measurement tool, was utilized by Higgs and Aitken (2003). The authors stated,  
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Along with the Overall Assessment Rating measurement results, interpersonal and 
cognitive scores, there were 8 core leadership competencies assessed for this 
study: strategic leadership, leading capability building, leading political/ 
stakeholder interface, leading change, intellectual leadership, leading cultural 
building, building relationships and reputation, and building personal learning. (p. 
817). 
  
All of the scores were compared to the scores of the EI Questionnaire Managerial 
Assessment, which is an EI measurement tool (Higgs & Aitken, 2003). 
Higgs and Aitken (2003) discovered a significant variance percentage between EI 
total scores and leadership potential (35%) and interpersonal and cognitive scores (40%) 
using multiple regression analyses. The outcomes from the Pearson correlation 
significance (2-tailed) test displayed many positive and strong positive relationships 
between the Overall Assessment Reading, interpersonal and scores, and the EI elements 
(Self-Awareness, Resilience, Motivation, Interpersonal Sensitivity, Influence, 
Intuitiveness, and Conscientiousness). Therefore, Higgs and Aitken concluded, “EI may 
be a predictor of leadership potential” (p. 821). 
The business environment is not the only arena that is conducive to the impactful 
qualities of high EI leaders. Those in the healthcare field have been shown to appreciate 
the positive benefits of high levels of empathy, stress management, optimism, and other 
elements of EI. 
Healthcare Application 
 According to Muller (2007), the healthcare field is known for its employees’ 
dissatisfaction and turnover rates. The cost-cutting efforts have caused healthcare 
employees to be less motivated, self-directed, and efficient (Muller, 2007). Therefore 
better leaders are needed to motivate and guide these individuals. Skinner and Spurgeon 
(2005) found a positive correlation between EI and healthy leadership. An emotionally 
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intelligent leader will help address these challenges. Muller (2007) opined that “the 
healthcare sector is full of uncertainties, turmoil, and turbulence and . . . cognitive 
intelligence is no longer adequate” (p. 3).  The healthcare managers’ self- assessment on 
empathy, which is a key component of EI, was compared to the leadership behavior and 
staff satisfaction ratings. The areas of interest were empathic concern, personal distress, 
perspective taking, and empathic matching.  
The results illustrated that transformational leaders, who were leaders who were 
highly measured in empathy inspirational skills, were positively correlated to employee 
satisfaction where transactional and laissez-faire leaders showed zero correlation 
(Skinner & Spurgeon, 2005). This study demonstrated the importance of EI in the 
healthcare setting. Nurses, patients, administrators, and other healthcare practitioners can 
appreciate leaders who can inspire, empathize, and manage stressful situations 
successfully. Healthcare managers have found the incorporation of EI invaluable; 
nevertheless, the concept of EI can be incorporated even in earlier learning stages such as 
with college students and even younger learners. 
Academia Application 
 Some students can be suppressed with the same stress levels adults face daily. 
Granted they might not have piling household bills and miserable bosses to deal with; 
however, there are situations, such as peer pressure, exams, and parental expectations, 
that can conversely influence their emotional development. At an early stage, EI 
development can be most beneficial. These students can carry these skills with them to 
their adult life and become stronger leaders in their careers and their lives. Seal et al. 
(2011) opined, 
It is not enough to produce the best and the brightest technical experts (e.g., arts, 
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sciences, business, education, engineering, music, dental, law, or 
pharmacy).Universities must also address the whole student (intellectual, 
emotional, and social) to better prepare graduates for future success. (p. 2) 
 
 Khan’s (2008) study revealed that students need more than competitive curricula, 
tutoring, and dedicated teachers to do well in school. Students need active parents who 
are involved in their emotional development also.  
Brackett and Katalak (2006) opined that both parents and educators are seeking 
better methods to cultivate an environment that will elevate students’ social and 
emotional skills because research has indicated that these factors correlate with “success 
in many areas of life, including effective teaching, student learning, quality relationships, 
and academic performance” (p. 1). Brackett and Katalak indicated it is recommended that 
social and emotional programs establish the following:  
1. Provide developmentally and culturally appropriate instruction 
2. Attempt to create a caring and engaging learning environment 
3. Teach children to apply social and emotional skills both in and out of school 
4. Enhance school performance by addressing the cognitive, emotional, and social 
dimensions of learning 
5. Encourage family and school partnerships and 
6. Include continuous evaluation and improvement. (p. 2)  
 
EI training programs should also include support from teachers, students, and 
administrators from all levels in the education system (Brackett & Katalak, 2006). 
College students indicated that EI helped them with their academic performances, 
stress management, and peer pressures (Khan, 2008). Khan promoted the integration of 
EI in academic curricula. EI training is a technique to help students make better decisions 
based on emotional stability and not impulsive reactions. This is vital for an overall top-
performing student, healthcare practitioner, and business leader. 
 Brackett, Rivers, and Salovey (2011) researched several studies, and the results 
illustrated scores that were associated to cognitive achievements such as high scores on 
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the Scholastic Assessment Test and American College Test. Brackett et al. said,  
Van Rooy et al. (2005) reported correlations in the 0.30 range between MSCEIT 
scores and assessments of both verbal and spatial intelligence and other studies 
have shown that MSCEIT scores correlate moderately with verbal SAT scores, 
WAIS-III scores, ACT, reasoning ability, academic giftedness, and measures of 
general intelligence. (p. 94) 
 
As far as education leaders, one particular study by Stone, Parker, and Wood 
(2005) found that EI skills were positively correlated with performance. According to the 
study, 464 principals and vice principals in Ontario were assessed using Bar-On’s EQ-i, 
which is an EI instrument, and a leadership questionnaire. The 20-question leadership 
questionnaire was completed by the principals’ supervisors and employees. The authors 
compared the performance of two separate groups--the top 20% and bottom 20% of 
performers. The researchers concluded that the top performers, as defined by the 
leadership questionnaire, scored considerably higher on the total EI scores and all the 
composite scores than those who were categorized as low performers.  
Military Training  
Military training also considered the influence of EI elements in the training. 
Thomas (2011) focused on the correlation of EI and military members’ performance. 
According to the researchers, the U.S. Navy released 133 commanding officers in a 10-
year span due to “The lack of confidence in leadership abilities and improper screening” 
(p. iv). Therefore, elements of EI were implemented, and a positive correlation between 
EI and leadership abilities was discovered. 
Summary of EI Training Impact 
Overall, regardless the individual’s career, position, academic background, or 
future aspirations, EI elements are impactful. There are a plethora of studies (Ahmad & 
Rana, 2012; Boyatzis, Brizz, & Godwin, 2011; Bratton, Dodd, & Brown, 2011; Owen, 
28 
 
 
2014; Thomas, 2011) that demonstrated positive correlation with high EQ and 
outstanding performances in leadership, management, academia, military training, and 
overall life-skills management. These individuals often are more content with their life, 
careers, family, and friends. According to Haskett (2004), the concept of EQ supports the 
theory that cognitive skills alone do not hold the key to success in life. This theory has 
been supported by studies comparing the relationship between IQ and EQ on job 
performance. The majority of studies found no direct correlation between IQ and EQ but 
did find significant correlations between specific EQ competencies and successful job 
performance (Goleman, 1998). An individuals’ IQ is viewed as a threshold competency 
that is a prerequisite for getting a job; however, it is EQ that has been shown to be more 
predictive of success. 
EI Training 
The importance of EI training is receiving attention. Clark (2006) mentioned, 
“Training in EI has now become commonplace in many professions and organizational 
settings but particularly in the human service sectors including medicine, nursing, 
pharmacy, and the legal profession” (p. 2). 
EI training equipped with the proper EQ measuring instrument can produce 
compelling results such as the EI training developed by Murray, Jordan, and Ashkanasy 
(2006). This study was developed to detect if the efficacy of EI training had an impact on 
team performance. Performing well with team members is an essential skill to attain 
especially in a corporate setting where teamwork maintains the vitality of most 
organizations. The following section describes the study. 
Sample of the participants for study. There were 264 employees who over a 
period of 19 months attended a 2-day EI skills training program randomly allocated into 
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44 work teams with an average age of 42.6 years (ranging from 19 to 63 years) with 
44.9% being female. Later, 181 employees returned to the half-day follow-up training, 
and 161 participants completed a pre- and postsurvey measure.  
The control group. There were 327 respondents from 15 organizational teams 
who returned their surveys (a response rate of 58.4%). The age range of participants was 
from 18 to 67 with a mean age of 40.5 years; 67.1% of participants were male. The 
second data collection then took place in November 2004 with surveys completed by 263 
employees (a response rate of 46.9%) from 14 teams. The average age of participants was 
from 18 to 63 with a mean age of 41.5 years; 64.3% of participants were male (Murray et 
al., 2006). 
Procedure. Participants completed a self-report measure of EI entitled Emotions 
in the Workplace Survey prior to the emotional training session. This measure was then 
repeated after participants had attended a half-day follow-up training session. Control-
group participants also completed the Emotions in the Workplace Survey (Murray et al., 
2006).  
Framework. The framework for the EI training program was based upon Mayer 
and Salovey’s four-branch model of EI (Murray et al., 2006). The team identified specific 
work skills and abilities that related to the four-branch model and then constructed a 2-
day training intervention. According to Murray et al. (2006), the intervention included a 
variety of occupational-oriented EI skills such as “emotional disclosure, emotional 
contagion, emotional progression, and emotional resiliency” (p. 13). The duration of the 
training was 2 days with a half-day session 2 weeks later.  
Measures. According to Murray et al. (2006), the EI was assessed by the usage of 
Emotions in the Workplace Survey, which incorporated the Workgroup Emotional 
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Intelligence Profile--Version 6. Murray et al. said, 
The WEIP-6 consists of 36 items (α = .93) and employs a 7-point Likert type 
response format that ranges from 1 (strongly disagree) to 7 (strongly agree) for 
items that encourage individuals to reflect on their own and others’ behaviors 
within a work team environment. (p. 8) 
  
Training. Each team completed two team exercises designed to assess task and 
contextual performance pre- and posttraining. Each performance task contained an 
individual and team component. During the team component, tasks were observed by 
trained observers to assess task and contextual performance. For each performance 
activity, approximately three observers spent 5 minutes observing each team. Observers 
completed a common instrument (α = .75) using a 5-point Likert-type scale response 
format to assess both task and contextual performance (Murray et al., 2006).  
Participants’ results. The reports illustrated that significant increases were found 
in the overall WEIP-6, the two subscales, and subconstructs of Ability to Discuss 
Emotions, Ability to Recognize Others’ Emotions, Ability to Detect False Displays of 
Emotion, and Ability to Manage Others’ Emotions. A measurement of Cohen’s d also 
provided evidence of the magnitude of change which occurred from pretest to posttest 
(Murray et al., 2006).  
According to Murray et al. (2006), 
Performance data collected during the emotional intelligence training was 
analyzed in the same way as the interpersonal skills data. t-tests were conducted 
on the overall task performance scores to determine the extent to which individual 
and team performance differed. As with the interpersonal skills group, teams 
performed at a significantly higher level than individuals at pre-test (p = 0.00: d = 
0.48) and post-test (p = 0.00: d = 0.71). These results also demonstrate that effect 
size between individual performance and team performance was greater after the 
training intervention. (p. 11) 
 
Finally, to determine observed improvements in task and contextual performance, 
a paired-samples t test and calculation of Cohen’s d were conducted on collected data. 
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The results showed a statistically significant increase and effect sizes in observer-rated 
task performance from pretraining to posttraining.  
Control-group results. Murray et al. (2006) noted that  
the control group data collection was also analyzed and all three tests yielded no 
changes in emotional intelligence or any of the subscales or sub constructs 
measured using the WEIP-6 providing evidence that no change in emotional 
intelligence occurred for the control group. (p. 12) 
 
Concerns of EI Training  
McEnrue et al. (2010) were interested in the more compelling issues of the 
establishment of EI training such as the following:  
1. Which individuals benefit from EI training and how should such trainees be 
selected? 
2. What magnitude of goals and expectations should be established for change? 
3. How long should the training be to produce any EI gain at all? 
4. What are the nature and sequence of activities that will enhance overall and 
specific dimensions of EI? 
5. What assistance should be provided to trainees in the form of feedback and 
coaching?  
6. What is the criterion of interest (e.g. awareness, understanding, attitude toward, 
behavioral demonstration, etc.)?  
7. Are some elements of EI easier to train than others (e.g., detecting deception, 
remaining open to feelings, using one’s emotions to enhance one’s own and others’ 
creativity, etc.)? 
Furthermore, McEnrue et al. opined that EI facilitators should consider the conditions 
that can extend the retention of the new found attitudes, skills, and behaviors that were 
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developed by the EI training.  
Last, a needs analysis is fundamental for most training. Therefore, the effort to 
assess the emotional needs for the employees and job responsibilities is also crucial for 
successful training programs (McEnrue et al., 2010). The importance of selecting the 
appropriate theoretical model, training objectives, measuring instrument, number of 
participants, and method of measuring training outcomes should not be disregarded 
(McEnrue et al., 2010). 
Evaluation Framework  
Bar-On (2005) EQ-i is an assessment tool used by professionals in various fields 
of psychology, organizational leadership training, education, human resource 
management, and sales-driven businesses. EQ-i measures an individual’s EQ. High EI 
has been recognized as one of the most invaluable skills a person can have.  
Bar-On’s (2006) EI theory predicts that the EI training outcomes will show 
increases in the participants’ EI skills in the areas of intrapersonal, interpersonal, stress 
management, adaptability, and general mood. Other notable factors regarding EI are that 
it aids the ability to succeed in a stressful environment, determines one’s ability to be 
successful, and its components can be changed and altered (Stein & Book, 2006). EI 
differs from cognitive intelligence because IQ is a measurement of a person’s cognitive 
abilities, such as memory, reasoning, recall, symbolic thinking, and visual-motor 
performance. However, EQ measures a person’s ability to be successful while coping 
with various environmental demands that typically alter the intrapersonal, interpersonal, 
adaptability, stress management, and general mood skills. An individual who is 
considered to have a high EQ has the ability to maintain healthy relationships, grasp 
problems and devise solutions, manage and control emotions, and has a better outlook on 
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life (Stein & Book, 2006). Another distinctive dynamic of EQ compared to IQ is the fact 
that it is not fixed and can increase with age and appropriate developmental training. 
Individuals from any line of profession can appreciate the value of having a high 
EQ because it has been shown that having a high EQ has a positive correlation to 27% to 
45% of job success (Multi-Health Systems, 1997). Therefore, sales representatives, 
executive leaders, armed forces personnel, educators, lawyers, and nurses have shown to 
perform better and have more successful careers and happier lives due to their high EQ 
scores (Stein & Book, 2006). Some people naturally have a high EQ; others have 
developed their EQ from proper training. 
 The EI training provided was a prerecorded presentation that was self-paced and 
contained numerous reflective thinking activities. The trained participants selected the 
area that they desired to develop based on the results of the initial EQ-i assessment such 
as the areas of intrapersonal, interpersonal, adaptability stress management, and general 
mood skills. Then the administrator recommended EI activities that included mainly self-
directed activities, such as journal writing, reading literature, and watching videos, for EI 
comprehension and demonstrations. Finally, a posttest was administered to determine the 
effectiveness of the EI training based on the quantitative data. The data revealed 
differences in the pre- and post-assessment scores. 
Research Questions  
The research questions aided in the quest to find a statistically significant 
correlation between EI training and the emerging leaders’ increased EQ scores. EI has 
been associated with numerous leadership attributes and characteristics. Therefore, the 
following research questions were answered: 
1. What are the effects of the EI training on the participants’ EQ?  
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2. What EI areas of opportunities will be recognized by the emerging staff and 
student leaders? This is important because self-recognition will facilitate behavioral 
modification. 
3. Which EQ of the trained emerging staff and student leaders will increase after 
the EI training?  
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Chapter 3: Methodology 
Participants 
The participants were selected and recruited based on their desire to increase their 
EI scores. Their participation was strictly on a voluntary basis. The participants received 
written instruction about the research such as their protection of privacy, the right to 
withdraw from the research at any time, and options to refuse evaluation and training. 
The demographics of the participants were 19 years or older, men, women, employed, or 
students at a college or university.  
Instrument 
 The selected assessment tool was the Bar-On (2005) EQ-i EI assessment. Bar-On 
(2004) selected 15 emotional skills that were considered relevant when determining 
successful emotional functioning. The Bar-On EQ-i is available in a self-report and a 360 
EI assessment that is completed by the participant and participant’s employer, colleague, 
neighbor, and associates. The individual self-report is the most popular format of the EQ-
i assessment. Once the 133-question test was completed, the EQ was represented by a 
score with the following range: 130 or higher means enhanced skills and an atypically 
well-developed emotional capacity, 115-129 means enhanced skills and a well-developed 
emotional functioning, 86-114 means effective functioning typical and usually adaptive 
emotional capacity, 70-85 means area for enrichment and underdeveloped emotional 
skills, and under 70 means area for enrichment and markedly underdeveloped emotional 
skills (Multi-Health Systems, 1997).  
Instrument Value 
According to Multi-Health Systems (1997), a good instrument consists of a 
technical manual that includes theory, research and development, norms with a minimum 
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500 participants, reliability (internal consistency, test-retest), and validity (construct, 
convergent, divergent, discriminant). Norms, reliability, and validity of the EQ-i are 
discussed in the next section. 
Norms. Since 1980, Bar-On has studied and researched the competencies and 
core meaning of EI (Stein & Book, 2006). Bar-On (2006) indicated that, in 1985, the 
meaning of EQ came into existence and the idea of measuring EI flourished. Since that 
time, more than 42,000 people in 36 countries have been administered the assessment by 
Bar-On and other researchers globally (Bar-On, 2006). 
The norms are a baseline to which all subsequent results are compared, and they 
enable the comparison of a test taker’s performance to those of other people in a 
determined population (Multi-Health Systems, 1997). The original sample size was 
10,000 respondents, and 3,831 were used for the norms. Normative data were collected in 
the United States, India, Argentina, South Africa, Germany, and Israel. In regard to age, 
ethnicity, culture, and sex, there were not any notable differences in results. Some 
respondents in certain countries showed stronger index numbers in particular subsets 
such as independence, assertiveness, and social responsibility, but they were very trivial 
differences. 
Reliability. According to Bar-On and Handley (2003), the EQ-i was developed 
following rigorous test-development guidelines. Multi-Health Systems (1997) said, 
As for reliability: The internal consistency reliability of the test items was 
examined by computing Cronbach’s Alpha for all scales and subscales. The 
internal consistency coefficients for the EQ-i subscales were based on seven 
population samples. The average coefficient range from .69 (social responsibility) 
to .86 (Self-Regard), with an overall coefficient of .76. (p. 14) 
Bar-On (2000) also reported that the internal consistency reliability of the overall 
EQ-i was 0.76. The EQ-i has shown adequate test-retest reliability of 0.85 after 1 month 
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and 0.75 after 4 months (Bar-On, 1997). In terms of convergent validity, Gowing (2001) 
reported that the average correlation among EQ-i subscales was 0.50, and she noted that 
this average correlation is similar to correlations among various components of 
traditional intelligence tests. 
The test-retest reliability is measured by computing the correlation coefficient 
between scores of two administrations (Multi-Health Systems, 2006). The average test-
retest reliability coefficient for the EQ-i is .85 after 1 month and .75 after 4 months. 
These are very strong reliable scores (Multi-Health Systems, 1997). 
Validity. The EQ-i is a validated assessment instrument that measures EI. In 
terms of criterion validity, the EQ-i was significantly correlated with morale (0.55), stress 
(-0.41), general health (-0.50), and supervisor ratings of performance (0.22). In regard to 
content validity, which demands that each question must help capture the essence of what 
one of the 15 scales is supposed to measure, the previous 1,000 questions were carved 
down to 133 questions by a panel of five expert psychologists and psychiatrists (Stein & 
Book, 2011).  
Construct validity represents how well a test measures what it is supposed to 
measure. The EQ-i was administered to individuals in six different countries, and it was 
found that it definitely measured characteristics and relevant area that were covered by 
existing tests without major overlapping indicators (Stein & Book, 2006). Other validity 
tests passed by EQ-i were the convergent validity, divergent validity, criterion group 
validity, and predictive validity (Stein & Book, 2006). EQ-i also is composed of validity 
(response style) indicators such as the following: 
1. Omission rate. EQ-i is not scored if more than 6% of the items are omitted. 
2. Inconsistency index. This compares responses of item pairs with similar 
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content. 
3. Positive impression scale. This is designed to detect pretending of emotional 
functioning. 
4. Negative impression scale. This is designed to detect people who are 
misrepresenting themselves in a negative manner. 
5. Correction factor. This is defined as a fine-tuning of EQ-i scores to account for 
response style (Multi-Health Systems, 1997). 
Assessment Administrator 
The certified administrator, who was also the author of this applied dissertation, 
was trained by the Bar-On (2005) EQ-i publisher Mental Health Systems in March 2011. 
As a Mental Health Systems certified administrator, the author has permission to access 
the participants’ files, provide access to the EQ-i assessment, utilize the publisher’s guide 
book for instruction, provide a full explanation of the measurement tool and assessment 
results, provide EI training activities and developmental resources, reschedule for a 
postassessment, and reassess the participants for research purposes. According to Mental 
Health Systems (2012), 
Tests and test materials that will be used for research purposes may be purchased 
only by college and university faculty members as well as by professional staff of 
hospitals and business organizations. Students enrolled in graduate programs may 
also purchase materials that will be used only for research purposes if the 
Purchaser Qualification Form is countersigned by the student’s supervisor or by 
the department head. The purchaser must satisfy the professional membership 
requirement, professional registration requirement, or the employment 
requirement specified under Category 1. In the case of students, enrollment in a 
graduate program that adheres to a code of ethical conduct similar to the code 
approved by the American Psychological Association or the Canadian 
Psychological Association will satisfy these requirements. (p. 7) 
 
The certified administrator explained the results to the participants once the 
results were available. Once the overall score was explained, then the different sections 
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were defined and explored. The participants were able to request training to develop 
certain areas of opportunities such as optimism, adaptability, and impulse control. 
Historically, participants have been able to increase their EQ due to the EI training.  
Bar-On (2005) suggested that the assessment could be utilized exclusively as a 
measurement for emotional function also known as EI. However, the assessor must be 
certified to administer the EQ-i assessment tool. The certification process consists of a 2- 
to 3-day training program conducted by a Mental Health Systems authorized coach 
(Mental Health Systems, 2012). In order to be certified, the trainee must display 
comprehension of the importance of EI, demonstrate the ability to administrate and 
interpret the EQ-i assessment, explain the validity and reliability of the EQ-i assessment, 
articulate the application of EI in different disciplines, and practice coaching skills and 
effective questioning techniques (Mental Health Systems, 2012). The multiple facets of 
this measurement tool must be comprehended due to the complexity of the data, research, 
validity and reliability indicators, and development opportunities that can derived from 
the assessment’s outcomes.  
Procedures 
The procedure was structured in a test-retest format. For replication purposes, the 
following steps are recommended. This study consisted of the most appropriate method 
of maximizing the full benefits the EQ-i. The following occurred: 
1. The EQ-i assessment link was e-mailed to the participants. 
2. The results were computer generated by the Mental Health Systems’ EQ-i 
system. 
3. The EQ-i results and areas of developmental opportunities were explained to 
the participants. 
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4. EI training material was e-mailed to half of the participants who were randomly 
selected to enhance these specific areas within a PowerPoint video presentation format. 
The participants engaged in journal writing and other activities. 
5. After several weeks, the participants were reassessed. This was essentially 
considered the test-retest methodology.   
6. The trained participants received a four-question survey that was a computer- 
generated e-mail with the following questions: Were you in a leadership position last 
year? What was your position last year? Did the EI training help you? Any feedback on 
the EI training? 
Their information was kept confidential. The assessment was computerized; 
however, the results were printed and given to the participants after the EQ-i explanation 
process. The initial assessment was completed in the participants’ private setting such as 
their home, office, or library. They completed the assessment using their own personal 
computers; paper or pens were not needed. 
The assessment was e-mailed to the participants in the form of a link. The link 
connected the participants to the Mental Health Systems EQ-i assessment that the 
administrator had authorized access to utilize. The participants logged in and took as long 
as they desired to complete the assessment. The results were generated in an Excel format 
that was only accessible to the certified administrator. Once the results were revealed, a 
one-on-one session was scheduled. This session was conducted face to face, over the 
phone, and via e-mail. 
During the session, the complete EQ-i personalized report was thoroughly 
explained by the certified administrator and research author. During the same session, the 
administrator provided the EI training for future development in the different areas. Areas 
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of opportunities were EI components that were below the average score of 90 (Multi-
Health Systems, 1997). The control group did not receive the EI training. 
After the completion of the video training, the participants received a final 
computerized EQ-i assessment. The same above-mentioned procedure was replicated. 
The assessment indicated improvements, declined, and no change in the desired area.   
The anticipated timeline was 2 to 7 weeks. This included the following activities: 
pretest, evaluation, training, posttest, and recommendations if needed. Training was 
composed of different activities that could be done with a team or individually such as 
watching videos, writing reflexive thoughts in a journal, role-playing with others, and 
completing quick activities. The timeframe given to complete the activities was 2- to 5-
weeks. The trained participants had an opportunity to provide training feedback via a 
computer-generated survey. The author predicted that, after the EI training, the trained 
participants’ EQ scores would increase, displaying increased leadership comprehension 
and abilities. 
Test Recommendations 
 According to Bar-On (2005), the EQ-i was the first EI measure to be peer 
reviewed by the Buros Mental Measurement Yearbook. In addition, according to Bar-On 
(2007), “It is the only EI measure to be referred to in a Congressional Report, submitted 
to the US Senate by the Unites States General Accounting Office in January 1998” (p. 6). 
The EQ-i exceeded and achieved its one million mark in the first 5 years after its 
publication in 1997, which confirms its popularity as the most widely used EI measure to 
date. 
Data Collection  
 Once the participants completed the assessments, the computerized EQ-i 
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assessment program collected the pretest and posttest data. The data were organized 
based on age and gender. The data were analyzed in order to observe differences between 
the pre- and post-EQ-i assessment test scores. Any changes in the participants’ areas of 
weakness, such as intrapersonal, interpersonal, adaptability stress management, and 
general mood skills, were recorded. The numerical data answered all the questions of the 
research. This was a within-subjects one-group pre- and posttest design. Threats to 
internal validity were selection bias, maturation, and history. This was quasi-
experimental research. 
Data Analysis 
The data analysis tool utilized to calculate the pretest-posttest outcomes was the 
analysis of variance statistical method. According to Dimitrov and Runwill (2003), 
The statistical methods are traditionally used in comparing groups with pretest 
and posttest data: (1) Analysis of variance (ANOVA) on the gain scores, (2) 
Analysis of covariance (ANCOVA), (3) ANOVA on residual scores, and (4) 
Repeated measures ANOVA. In all these methods, the use of pretest scores helps 
to reduce error variance, thus producing more powerful tests than designs with no 
pretest data. Generally speaking, the power of the test represents the probability of 
detecting differences between the groups being compared when such differences 
exist. (p. 160) 
 
Limitations 
 The major limitations were the lack of the participant involvement, 
postassessment follow ups that consisted of one session, completion of the training 
exercises that consisted of four e-training sessions (video format), self-directed journal 
writing, and completion of the final EQ-i assessment. The participants were receptive to 
the certified administrator’s feedback and provided personal feedback to the 
administrator. These were critical components of the research. Also, the participants were 
volunteers so an accurate sample of adult learners in college or organizational 
43 
 
 
development program population may not have been fully represented.  
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Chapter 4: Results 
This applied dissertation research examined the effects of EI training on emerging 
staff and student leaders in collegiate settings. Theses adults volunteered their time in 
order to learn more about the benefits of having high EI as described by Goleman (1995). 
The results were generated using the EQ-I developed by Bar-On (2005). 
Demographics for All Participants 
The participant group was composed of 30 adults who were divided into two 
groups. The groups were designated the experimental group (n = 15 trained participants) 
and control group (n = 15 nontrained participants). The ages of the participants ranged 
from 19 to 63 years old. For the training group, the average age was 43 years of age 
(±11), 8 (53%) were male, and 8 (53%) were higher education advisors. For the 
nontraining group, the average age was 40 years (±12), 6 (40%) were male, and 7 (47%) 
were higher education advisors. Descriptive results for all study variables are presented in 
Table 1.  
As shown in Table 1, the entire participant pool consisted of 30 emerging staff 
and student leaders. The 15 higher education advisors were 50% of the group. The 
remaining pool of nontrained participants was 1 (7%) business leader, 1 (7%) consultant, 
1 (7%) customer service, 1 (7%) educator, 1 (7%) postsecondary educator, 2 (13%) 
students, and 1 (7%) technology manager. The remaining pool of trained participants was 
1 (7%) business leader, 1 (7%) consultant, 1 (7%) customer service, 1 (7%) healthcare 
administrator, 1 (7%) high school education leader, 1 (7%) nursing student, and 1 (7%) 
postsecondary educator.  
All participants received an EQ-i 2.0 pre-assessment and post-assessment 
delivered via e-mail in the form of a link. The latest version of Bar-On’s EQ-I (EQ-i 2.0) 
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assessment consisted of 133 questions.  
Table 1 
Descriptive Statistics for Subject’s Demographic Variables 
 
   
Group 
 
   
Nontraining 
 
  
Training 
 
Variable 
 
Demographic 
 
No. 
 
% 
  
No. 
 
% 
 
 
Gender 
 
Male 
 
6 
 
40 
  
8 
 
53 
 
 Female 9 60  7 47 
 
Profession Business leader 1   7  1   7 
 
 Consultant 1   7  1   7 
 
 Customer service 1   7  1   7 
 
 Educator 1   7  0   0 
 
 Healthcare administrator 0   0  1   7 
 
 High school education leader 0   0  1   7 
 
 Higher education advisor 7 47  8 53 
 
 Nursing student 0   0  1   7 
 
 Postsecondary educator 1   7  1   7 
 
 Student 2 13  0   0 
 
 Technology manager 1   7  0   0 
 
Age Mean 39.7   43.0 
 
 
 Standard deviation 11.7   10.8 
 
 
 Minimum 19.0   26.0 
 
 
 Maximum 62.0   62.0 
 
 
 
The experimental group received a recorded EI training session that was delivered 
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via electronic mail in four parts prior to the postassessment. The experimental group was 
asked to review the recordings and complete some activities.  
The EQ-i 2.0 system calculated all the scores. The administrator, who was the 
researcher in this study, ordered the datasets from the Mental Health System, which is the 
legal owner of the EQ-i 2.0 tool. The researcher was a trained and licensed administrator.  
The research questions for this study were the following: 
1. What are the effects of the EI training on the participants’ EQ?  
2. What EI areas of opportunities will be recognized by the emerging staff and 
student leaders? This is important because self-recognition will facilitate behavioral 
modification. 
3. Which EQ of the trained emerging staff and student leaders will increase after 
the EI training?  
Statistical Analysis 
 
Descriptive statistics were calculated for all study variables. For continuous 
measures, this included the mean, standard deviation, and minimum and maximum 
scores. For categorical variables, this included frequency and percentages.  
According to Bar-On (2006), “the EQ-i is a self-report measure of emotional 
intelligence that contains 133 items in the form of short questions and employs a 5-point 
response scale with a textual response format ranging from ‘very seldom or not true of 
me’ (1) to ‘very often true of me or true of me” (p. 4). The measuring tool calculated one 
overall total score, five composite scores, and 15 subscale scores. Bar-On (2006) noted 
that “the raw scores are converted into standard score with a median of 100 and standard 
deviation of 15” (p. 4).  
Therefore, a participant who scored 89 or below was considered to have low score 
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and was, according to Bar-On (2006), “unable to be emotionally effective and may have 
had some emotional-social behavioral issues” (p. 5). A participant who scored above 90 
was considered as having an average and above average scores and thus, according to 
Bar-On (2006), was “effective in emotional and social functioning” (p. 4). The higher the 
EQ score, the greater the chances of consistent positive emotionally-socially behaviors 
(Bar-on, 2006). 
 The average total scores before and after the training program are presented in 
Appendix A. The average total score of the trained participants before the training was 
113.40, and after the training program, they scored an average total score of 115.00. The 
untrained participants had total scores of 109.33 pretest and 109.33 posttest. The trained 
group average total score increased, and the untrained group average total score stayed 
the same.  
The other scores are the average composite and subscale scores that made up the 
average total score. This implicates that the training helped the participants increase their 
average total EQ score. The pretest mean scores for each subscale were the following for 
the training group: Self-Perception was 111.67, Self-Regard was 108.00, Self-
Actualization was 113.53, Emotional Self- Expression was 108.20, Self-Expression was 
111.33, Emotional Expression was 102.93, Assertiveness was 111.33, Independence was 
113.33, Interpersonal was 112.27, Interpersonal Relationship was 110.80, Empathy was 
109.27, Social Responsibility was 111.87, Decision Making was 111.93, Problem 
Solving was 109.33, Reality Testing was 111.80, Impulsive Control was 106.87, Stress 
Management was 110.33, Flexibility was 105.00, Stress Tolerance was 112.47, Optimism 
was 107.53, and Happiness was 106.40.   
The mean scores for each subscale were the following for the nontraining group: 
48 
 
 
Self-Perception was 104.20, Self-Regard was 104.93, Self-Actualization was 103.67, 
Emotional Self- Expression was 101.73, Self-Expression was 106.80, Emotional 
Expression was 105.93, Assertiveness was 99.87, Independence was 108.67, 
Interpersonal was 109.93, Interpersonal Relationship was 108.73 , Empathy was 106.47, 
Social Responsibility was 111.13, Decision Making was 104.93, Problem Solving was 
104.93, Reality Testing was 100.80, Impulsive Control was 105.93 , Stress Management 
was 113.20, Flexibility was 112.27, Stress Tolerance was 109.40, Optimism was 110.00, 
and Happiness was 100.00.  
The posttest mean scores for each subscale were the following for the training 
group: Self-Perception was 112.67, Self-Regard was 108.00, Self-Actualization was 
111.07, Emotional Self- Expression was 1114.80, Self-Expression was 111.73, Emotional 
Expression was 104.80, Assertiveness was 112.00, Independence was 111.87, 
Interpersonal was 112.27, Interpersonal Relationship was 1111.87, Empathy was 110.67, 
Social Responsibility was 110.47, Decision Making was 115.40, Problem Solving was 
111.53, Reality Testing was 116.73, Impulsive Control was 108.47, Stress Management 
was 111.80, Flexibility was 107.13, Stress Tolerance was 113.13, Optimism was 108.80, 
and Happiness was 107.47.   
The mean scores for each subscale were the following for the nontraining group: 
Self-Perception was 106.20, Self-Regard was 104.93, Self-Actualization was 109.33, 
Emotional Self-Expression was 100.07, Self-Expression was 107.53, Emotional 
Expression was 107.40, Assertiveness was 100.07, Independence was 108.47, 
Interpersonal was 110.07, Interpersonal Relationship was 109.07, Empathy was 104.87, 
Social Responsibility was 112.80, Decision Making was 102.93, Problem Solving was 
104.47, Reality Testing was 99.47, Impulsive Control was 102.80, Stress Management 
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was 112.53, Flexibility was 112.33, Stress Tolerance was 106.80, Optimism was 111.60, 
and Happiness was 100.50.   
Table 2 identifies the change in EI scores for the trained group. This table is 
relevant to the study because it closely identifies the subscales that the training greatly 
impacted. The mean difference, the average difference between the pre- and posttest 
results, varied throughout with low and high results. The most profound result was the 
Self-Actualization mean difference of 5.00, which indicates a high significant difference. 
Self-Actualization is a subscale in the area of intrapersonal skills, which details the 
importance of self-evaluation and self-development (Bar-On, 2006). This means that this 
EI training was effective in helping individuals increase their Self-Actualization scores. 
The mean differences for the other subscales were as follows: Self-Perception was 2.13, 
Self-Regard was 0.93, Self-Actualization was 5.00, Emotional Self- Expression was -.67,  
Self-Expression was 0.86, Emotional Expression was 1.47, Assertiveness was 1.53, 
Independence was -1.00, Interpersonal was 0.40, Interpersonal Relationship was 0.06, 
Empathy was -0.93, Social Responsibility was 1.67, Decision Making was -2.06, 
Problem Solving was -2.13, Reality Testing was -0.46, Impulsive Control was -2.26, 
Stress Management was -2.73, Flexibility was -0.13, Stress Tolerance was 1.26, 
Optimism was 0.33, and Happiness was 1.47.   
Appendix B summarizes the results of the participants’ EI scores based on their 
specific areas of opportunities. This information is relevant to Research Question 2. The 
areas of opportunities were identifiable if the scores were below 90 points or the lowest 
scores of all the subscales. The first line is the pretest scores of the area of opportunities. 
Some trained participants had two or more subscales that were indicated as areas of 
opportunities. This table specifies that all trained participants had areas of opportunities  
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Table 2 
 
Change in Emotional Intelligence Scores Pre- to Posttest for Training Group 
 
 
 
 
Subscale 
 
Mean 
 
difference 
 
 
Lower 
 
95% CI 
 
Upper 
 
95% CI 
 
 
 
Z-value 
 
 
 
P-value 
 
Total 
 
 0.13 
 
-11.38 
 
11.65 
 
  0.142 
 
0.887 
 
Self-Perception  2.13 -10.78 15.05   0.426 0.669 
 
Self-Regard  0.93 -11.07 12.93   0.142 0.909 
 
Self-Actualization*  5.00    1.19 10.13   2.540 0.011 
 
Emotional Self-Awareness -1.67 -11.88   8.55 -0.456 0.648 
 
Self-Expression  0.86   -8.35 10.08   0.483 0.628 
 
Emotional Expression  1.47   -4.48   7.41   1.085 0.278 
 
Assertiveness  1.53   -7.19   7.59   0.114 0.909 
 
Independence -1.00   -5.22   4.82 -0.257 0.797 
 
Interpersonal  0.40   -3.73   4.00   0.313 0.754 
 
Interpersonal Relationships  0.06   -4.02   4.69   0.228 0.819 
 
Empathy -0.93   -5.97   2.77 -0.713 0.476 
 
Social Responsibility  1.67   -2.88   6.21   1.059 0.285 
 
Decision Making -2.06   -7.56   3.56 -0.739 0.460 
 
Problem Solving -2.13   -7.37   6.44 -0.171 0.863 
 
Reality Testing -0.46   -7.78   5.11 -0.401 0.688 
 
Impulse Control -2.26   -8.66   2.39 -1.309 0.190 
 
Stress Management -2.73   -6.25   4.91 -0.057 0.954 
 
Flexibility -0.13   -5.45   5.59 -0.199 0.841 
 
Stress Tolerance  1.26   -9.00   2.80 -0.626 0.531 
 
Optimism  0.33   -5.48   6.68   0.486 0.626 
 
Happiness  1.47 -14.95 17.88   0.189 0.850 
 
 
*Significant difference between pretest and posttest means scores. 
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that could be increased.  
For Trained Participant 1, the areas of opportunities were Self-Actualization and 
Reality Testing. The score pretest for Self-Actualization was 108 and posttest was 97. 
This is a difference of -11. For Reality Testing, the score pretest was 107 and posttest was 
100. This is a difference of -7. 
For Trained Participant 2, the areas of opportunities were Self-Actualization and 
Assertiveness. The score pretest for Self-Actualization was 97 and posttest was 97, no 
difference in scores. For Assertiveness, the score pretest was 88 and the posttest was 98. 
This is a difference of 10. 
For Trained Participant 3, the areas of opportunities were Self-Regard, Emotional 
Self Awareness, Problem Solving, Reality Testing, and Stress Tolerance. The score 
pretest for Self- Regard was 90 and posttest was 104. This is a difference of 14. The score 
pretest for Emotional Self Awareness was 90 and posttest was 104. This is a difference 
was 14. The score pretest for Problem Solving was 87 and posttest was 102. This is a 
difference of 15. The score pretest for Reality Testing was 80 and posttest was 97. This is 
a difference of 17. The score pretest for Stress Tolerance was 89 and posttest was 104. 
This is a difference of 15. 
For Trained Participant 4, the areas of opportunities were Emotional Self-
Awareness, Problem Solving, Impulsive Control, Independence, and Happiness. The 
score pretest for Emotional Self-Awareness was 93 and posttest was 104. This is a 
difference of 11. The score pretest for Problem Solving was 90 and posttest was 110. 
This is a difference of 20. The score pretest for Impulsive Control was 92 and posttest 
was 96. This is a difference of 4.  The score pretest for Independence was 95 and posttest 
was 116. This is a difference of 21. The score pretest for Happiness was 87 and posttest 
52 
 
 
was 116. This is a difference of 29. 
For Trained Participant 5, the areas of opportunities were Self-Actualization, 
Assertiveness, Problem Solving, Reality Testing, and Optimism. The score pretest for 
Self-Actualization was 109 and posttest was 122. This is a difference of 13. The score 
pretest for Assertiveness was 102 and posttest was 109. This is a difference of 7. The 
score pretest for Problem Solving was 107 and posttest was 96. This is a difference of -
11. The score pretest for Reality Testing was 107 and posttest was 100. This is a 
difference of -7. The score pretest for Optimism was 103 and posttest was 113. This is a 
difference of 10. 
For Trained Participant 6, the areas of opportunities were Independence, Problem 
Solving, Impulsive Control, and Happiness. The score pretest for Independence was 102 
and posttest was 106. This is a difference of 4. The score pretest for Problem Solving was 
98 and posttest was 93. This is a difference of -5. The score pretest for Impulsive Control 
was 96 and posttest was 77. This is a difference of -19. The score pretest for Happiness 
was 94 and posttest was 101. This is a difference of 7. 
For Trained Participant 7, the areas of opportunities were Self-Actualization, 
Emotional Self-Awareness, Assertiveness, Empathy, Self-Regard, Reality Testing, and 
Happiness. The score pretest for Self-Actualization was 76 and posttest was 96. This is a 
difference of 20. The score pretest for Emotional Self-Awareness was 79 and posttest was 
97. This is a difference of 18. The score pretest for Assertiveness was 84 and posttest was 
91. This is a difference of 7. The score pretest for Empathy was 86 and posttest was 89. 
This is a difference of 3. The score pretest for Self-Regard was 94 and posttest was 97. 
This is a difference of 3. The score pretest for Reality Testing was 70 and posttest was 
83. This is a difference of 13. The score pretest for Happiness was 89 and posttest was 
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106. This is a difference of 17. 
For Trained Participant 8, the areas of opportunities were Self-Actualization, 
Emotional Expression, Assertiveness, Empathy, Self-Regard, and Happiness. The score 
pretest for Self-Actualization was 71 and posttest was 81. This is a difference of 10. The 
score pretest for Emotional Expression was 90 and posttest was 90. This is a difference of 
0. The score pretest for Assertiveness was 77 and posttest was 98. This is a difference of 
21. The score pretest for Empathy was 89 and posttest was 99. This is a difference of 10. 
The score pretest for Self-Regard was 80 and posttest was 73. This is a difference of -7. 
The score pretest for Happiness was 85 and posttest was 109. This is a difference of 24. 
For Trained Participant 9, the areas of opportunities were Interpersonal, Empathy, 
and Flexibility. The score pretest for Interpersonal was 84 and posttest was 92. This is a 
difference of 8. The score pretest for Empathy was 83 and posttest was 89. This is a 
difference of 6. The score pretest for Flexibility was 87 and posttest was 99. This is a 
difference of 12. 
For Trained Participant 10, the areas of opportunities were Assertiveness, 
Empathy, and Impulsive Control. The score pretest for Assertiveness was 116 and 
posttest was 95. This is a difference of -21. The score pretest for Empathy was 107 and 
posttest was 91. This is a difference of -6. The score pretest for Impulsive Control was 
105 and posttest was 111. This is a difference of 6. 
For Trained Participant 11, the areas of opportunities were Assertiveness, 
Problem Solving, and Happiness. The score pretest for Assertiveness was 109 and 
posttest was 95. This is a difference of -14. The score pretest for Problem Solving was 
107 and posttest was 110. This is a difference of 3. The score pretest for Happiness was 
87 and posttest was 82. This is a difference of -5. 
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For Trained Participant 12, the areas of opportunities were Emotional Self-
Awareness, Assertiveness, and Impulsive Control. The score pretest for Emotional Self-
Awareness was 93 and posttest was 108. This is a difference of 15.  The score pretest for 
Assertiveness was 91 and posttest was 109. This is a difference of 18. The score pretest 
for Impulsive Control was 102 and posttest was 120. This is a difference of 18. 
For Trained Participant 13, the areas of opportunities were Self-Actualization, 
Assertiveness, Stress Tolerance, and Optimism. The score pretest for Self-Actualization 
was 99 and posttest was 104. This is a difference of 5. The score pretest for Assertiveness 
was 81 and posttest was 98. This is a difference of 17. The score pretest for Stress 
Tolerance was 104 and posttest was 107. This is a difference of 3. The score pretest for 
Optimism was 100 and posttest was 105. This is a difference of 5. 
 For Trained Participant 14, the areas of opportunities were Emotional Self-
Regard, Assertiveness, Empathy, and Reality Testing. The score pretest for Emotional 
Self-Regard was 86 and posttest was 79. This is a difference of -7. The score pretest for 
Assertiveness was 94 and posttest was 86. This is a difference of -8. The score pretest for 
Empathy was 94 and posttest was 89. This is a difference of -5. The score pretest for 
Reality Testing was 80 and posttest was 87. This is a difference of 7. 
 For Trained Participant 15, the areas of opportunities were Self-Regard, 
Emotional Expression, Problem Solving, and Happiness. The score pretest for Self-
Regard was 90 and posttest was 99. This is a difference of 9. The score pretest for 
Emotional Expression was 97 and posttest was 93. This is a difference of -4. The score 
pretest for Problem Solving was 87 and posttest was 102. This is a difference of 15. The 
score pretest for Happiness was 94 and posttest was 97. This is a difference of 3.  
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Summary 
 
The purpose of this study was to determine the effects of EI training on emerging 
staff and student leaders in a collegiate setting. Exploration of EI ideology, construct, 
theorists, models, measurement tools, and case studies was vital for the establishment of 
the applied dissertation and formulation of the literature review. 
In order to conduct this study, voluntary participants completed pre- and 
postassessments using the EQ-i 2.0 measurement tool developed by Bar-On (2005). The 
population was also divided into two groups of trained and untrained participants. The 
trained group was given access to the EI training video modules developed by the 
researcher based on various EI concepts. During the training phase, participants were able 
to engage in various tasks, such as EI building activities and reflection sessions. Last, the 
trained participants were able to provide feedback regarding the EI training trough a 
computer-generated survey that was e-mailed directly to them.  
This chapter summarized the findings and results of the study. The researcher 
used the results to explore and propose answers for each research question using 
descriptive statistics tools such as the Wilcoxon signed-rank test and descriptive statistics. 
The results of the study indicated that the EI training helped the participants increase their 
mean total EQ score, was effective in helping individuals increase their Self-
Actualization scores, specified that all trained participants had areas of opportunities that 
can be increased, and 73% of all the areas of opportunities’ subscale scores increased.  
The computer-generated survey that was e-mailed to all the trained participants 
returned positive outcomes. Eighty percent of the trained participants believed that the EI 
training was very helpful, and 20% of the trained participants believed that the training 
was helpful in learning about the concepts of EI in their lives. The research questions are 
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reviewed and summary, conclusions, implications, and recommendations of these 
findings are presented in Chapter 5. 
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Chapter 5: Discussion 
Summary of the Study 
This chapter recapitulates the purpose of the study and research questions, 
examines the results in accordance with the related literature, and proposes 
recommendations for further research. As noted previously Mayer and Salovey (1997), 
EI is “a form of social intelligence that involves the ability to monitor one’s own and 
others’ feelings and emotions, to discriminate among them, and to use this information to 
guide one’s thinking and action” (p. 10). 
The institution of higher education has been given the task by the business sector 
to develop graduates who are equipped with EI attributes, such as integrity, 
communication and interpersonal skills, and teamwork, so they can thrive in their 
organizations (Haskett, 2004). Goleman et al. (2013) opined that “the most innovative 
business educators will, we hope, recognize the importance of EI in higher education for 
helping their graduates become leaders instead of mere managers” (p. xvii).  
According to Clarke (2006), EI training has received credit for “providing a new 
perspective on how leadership and teamwork necessary for performance in today’s 
workplace might be more effective and better understood” (p. 422). In addition, students’ 
EI predicts successful social performance just as IQ predicts successful scholastic 
abilities (Low et al., 2004). As a matter of fact, in 2002, the management education task 
force of the Association to Advanced Collegiate Schools of Business called for the 
implementation of EI components into the business school’s curricula as a means to 
becoming more relevant to the global working environment (Myers & Tucker, 2005). The 
skills are in demand, and the research proved the importance. However, EI training is 
deficient in colleges, universities, and corporate training curricula. 
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 The purpose of this study was to determine the effects of EI training on emerging 
staff and student leaders in a collegiate setting. The EQ-i measuring tool generated EQ 
scores for the participants’ total EQ score, five composite areas, and 15 subscale scores. 
In this study, the EQ-i 2.0, which is an effective and proven measurement of EI, was 
utilized for the pretest and posttest (Bar-On, 2005). 
Summary of the Results 
Due to the small sample size, there were no major indicators or significant 
statistical results showing a pronounced correlation between the EI training and increased 
EQ. Nonetheless, the results from EI training were compelling because the majority of 
the trained participants increased their EQ score. The data noted that the total EQ score 
had an average increase of 1.6 points. The untrained participants total EQ score did not 
increase at all. 
Based on the data, 67% of the trained participants displayed an increase in their 
EQ especially in the area of Self-Actualization. According to Stein and Book (2011), this 
can possibly indicate that the participants will be able to display an increased motivation 
to achieve personal goals and actualize their potential at their place of employment and at 
home. 
Unlike the nontrained participants (control group), the trained group increased 
their mean total EQ from a preassessment score that went from113 to 115. The control 
group did not have any change. The preassessment mean total score was 109.33, and the 
postassessment mean score was 109.33. 
Research Question Results 
 
 The study was finalized by the review of the research questions that were 
previously formulated. The questions of this study were answered by the results of the 
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statistical data. The statistical data were compared to Bar-On’s (2006) standards and 
benchmarks. Therefore, the purpose of the research was explored and determined.   
 Research Question 1 asked the following: What are the effects of the EI training 
on the participants’ EQ? The results are reported only for the participants who completed 
the training. Twenty-two Wilcoxon signed-rank tests were created (one for each 
subscale). A significant difference was found for the variable Self-Actualization. Subjects 
in the training groups witnessed an increase of 5.67 standardized points (p = 0.011). 
Specific results for all 21 tests are found in Appendix A. This specific competency aligns 
with Bar-On’s (1988) intrapersonal subscale, which correlates with an individual’s self-
awareness and self-expression capabilities. Self-actualization defines how a person 
strives to achieve personal goals and actualize one’s potential (Bar-On, 2006). 
Research Question 2 asked the following: What EI areas of opportunities will be 
recognized by the emerging staff and student leaders? This is important because self-
recognition will facilitate behavioral modification. Bar-On (1988) noted that any scores 
below 90 indicated that the participant had low EI in that subscale, thus there was an 
opportunity to increase the participant’s EI for the particular subscale. Each subscale was 
converted to a count variable to determine the number of subjects who scored less than 
90 points. Also any scores that were marginally lower than the other subscales were 
considered as areas of opportunities. Each trained participant was able to view and learn 
about each subscale that was scored under 90 points. 
 Research Question 3 asked the following: Which EQ of the trained emerging staff 
and student leaders will increase after the EI training? After the participants completed 
the EI training, they were able to complete a posttraining assessment that was identical to 
the initial assessment. The scores were compared to each other and calculated for any 
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change. Sixty percent of the participants found that the EI training helped improve their 
EQ scores. The ranges of increases were from 2% to 25%. In summary, out of 37 areas of 
opportunities scales that were calculated, 73% of the scores increased, 19% of the scores 
decreased, and 8% of the scores stayed the same. 
Implications 
 This study was developed to contribute value to the area of EI training for adult 
learners in the business and education sector especially because the theory’s models are 
currently underutilized in these settings. These applications are important because EI aids 
in the daily emotional decisions and reactions for many individuals. Therefore, continual 
contributions of this nature will expand the efforts of teaching others about the benefits of 
EI by providing other researchers with substantial data (Alston, 2009). 
Participants’ Feedback 
 The trained participants also had the opportunity to provide feedback after the 
training. The researcher sent a four-question survey using a computer-generated link to 
each participant’s e-mail address, which also maintained their anonymity.  The survey 
revealed that 33% of the participants were college admission advisors, 40% were in 
leadership roles, and 20% were team leaders at their respective organizations. In order to 
discern if the EI training helped the participants understand the importance of EI, the 
participants were able to select very helpful being the highest level and not helpful being 
the lowest level for the question: “Did the EI training help you understand the concepts of 
EI?” Eighty percent of the participants selected very helpful, and 20% selected helpful. 
 The participants were able to include additional information regarding the 
training. The statement from one participant indicated, “It motivated me to change some 
of my emotional habits.” Another respondent said,  
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It was a very useful exercise that helped me to be more self-aware. I was able to 
consciously reflect on why and how I delegated, made decisions and respond to 
the team dynamics. It provided me with tools that I could use to build and 
improve my EI quotient. 
 
 A third respondent added, “Everyone should take it to improve their 
performance.” Another respondent said, “It was a great experience. The EI survey 
actually gives a chance to know self more. I was able to figure out my strengths as 
against my weaknesses.” This respondent added, “It was very helpful in identifying the 
‘why’ behind the manner in which I respond to certain situations.” One respondent said, 
“Keep up the great work. I learned a lot about myself and my way of thinking.” Finally, 
this respondent had “Enlightening discoveries.”  
 Based on one participant’s feedback (personal communication, July 2014), one of 
the most impressive aspects was that high EI was not an exclusively an inherited ability 
but high EI skills could be taught through proper training. EI primarily is a conscious 
decision to react in a positive manner regarding any situation dealing with work, family, 
and personal affairs. Because EQ, the EI score, can increase over time with proper 
training, people can learn to think more positively, react appropriately to difficult 
situations in order gain favorable outcomes, and propel a lifestyle that is conducive to 
successful behaviors (Goleman, 1995). 
 The adult learning theory states that adult learners seek significant and 
meaningful experiences that lead to self-evaluation and self-fulfilling outcomes 
(Knowles, Holton, & Swanson, 2012). Importance is given to learning strategies that lead 
to situational awareness and problem-solving techniques. The structure of the EI training 
paralleled the adult learning theory. The main objectives of the training were to assist the 
participant recognize their EI score, impel their awareness regarding the different 
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subscales of EI, promote the importance of EI skills to their daily life activities and 
interaction with others, and present an accumulation of techniques that will help them 
overcome EI deficiencies thus leading to more self-filling behaviors. A high school 
teacher (personal communication, June 21, 2014) indicated that she recognized and 
appreciated the structure of the training and the concepts helped her with personal EI 
challenges especially when dealing with her family and students. 
 Learning that assertiveness is a suitable equilibrium between being passive and 
aggressive was empowering for one participant (personal communication, August 11, 
2014). According to Bar-On (2006), assertiveness is a competency that endorses effective 
and constructive expression of one’s emotions and oneself thus become a stronger 
advocate of one’s belief without offending others purposely. This is an important 
predictor of a more confident student, friend, and relative. As well, a leader or employee 
who can be expressive without insulting or belittling others is a major asset to any 
corporation. 
 An untrained participant (personal communication, January 6, 2014) desired more 
information regarding EI mainly because the explanation of the score was identified as 
being extremely accurate and the participant was excited about the possibilities of 
increasing the EQ in many areas of EI such as assertiveness, empathy, impulsiveness, and 
self-actualization. According to Bar-On (2006), these competencies are better predictors 
of a person’s social, family, and career successes. 
 Many of the preassessment explanation sessions mirrored mental counseling 
sessions; however, the participants (personal communication, February 24, 2014) 
understood that EI competencies greatly differ from psychological concerns and 
promoted the enhancement of the participants’ EI learning experience and edification 
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(personal communication, June 21, 2014). 
 Overall, the study and EI training collectively perpetuated the importance of EI’s 
impact on adult learners especially those in educational and corporate settings. This was 
validated by a participant (personal communication, August 2, 2014) who wanted to 
know if the training could be sold and passed out to members of a nursing student group 
and family members. 
Importance of the Training 
 This study was primarily designed to provide evidence that EI training would be a 
positive additive to a corporate educational training curriculum especially for leadership 
development. The goal was to increase the trained participants’ EI scores. Collectively, 
EI scores incrementally increased. 
 The EI training program profoundly exhibited many valuable attributes. First of 
all, the training, which was facilitated by the researcher, was a professionally developed 
video production that was structured in a self-paced and self-directed format. The training 
contained short and simple activities based on EI concepts. Each module contained a 
variety of activities that accommodated each learner’s style: visual, auditory, and 
kinesthetic. 
 The study explored the concepts and benefits of EI in the educational and 
corporate settings. Historically, some of these entities have implemented EI training in 
various ways and were impressed by the positive outcomes, but there were not enough of 
them (Fall, Kelly, MacDonald, Primm, & Holmes, 2013; Vesely, Saklofske, & Leschied, 
2013). The EI training that was utilized in this study integrated learning objectives such 
as the historical perspectives of EI, the different theories and assessment tools, definition 
and benefits of the various EI subscales and components, and application of the EI skills.   
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Limitations 
 There were limitations involved in this study. In this study, all efforts were made 
to collect data, connect with many of the participants, and verbally consult the 
participants; however, conflicting schedules and the participants’ personal priorities, such 
as family obligations and work, were major barriers. 
 Initially, all the participants were eager to learn more about EI so they volunteered 
their time. Some participants had heard about EI previously; however, none of the 
participants were ever professionally assessed. Unfortunately, when it was revealed that 
the assessment was 133 questions and it would take a timely investment of at least 30 
minutes to an hour, a few individuals declined to participate. Therefore, new participants 
had to be recruited, and time was lost. The new participants completed the assessment in 
a timely manner. 
 Second, the coordination of schedules for the first session was challenging but 
productive. The majority of the participants were able to meet face to face, and others 
could only be contacted via telephone. 
 Finally, the part of the process that was most challenging was the request to take 
the postassessment especially with the nontrained participants. The most common 
complaint was the lack of appreciating the value of retaking the postassessment. Most 
individuals remembered how time-consuming the assessment was the first time and did 
not want to retake the assessment. The individuals in the training group also lacked the 
enthusiasm to participant in an online training even though it was self-paced and 
interactive. Therefore, weeks went by before some of the participants took time out to 
truly dedicate their time to this training. Two participants never completed the 
postassessment; therefore, the researcher personally approached individuals, and they 
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volunteered their time. 
 Overall, the limitations involved time investment. It is accurate to say that dealing 
with adult participants outside a mandated training session was perplexing. The 
participants followed instructions, but meeting deadlines created hardships. Flexibility 
and accommodation, such as appointment time changes and venue changes for meet up 
sessions, were necessary in this study. These approaches did not dilute the efforts of the 
study. Consequently, these approaches gave the participants opportune time to deal with 
their daily responsibilities and complete the EI training successfully. 
Recommendations for Future Research 
 While compiling ideas for future research, the concepts of sample size, limitation 
issues, and demographics were explored for the topic of the effects of EI training on adult 
learners’ EQ score. They are described in the next section. 
Sample size. Because there were no major indicators or significant statistical 
results showing a pronounced correlation between the EI training and increased EQ due 
to the small sample size, it is recommended that the participant population be greater than 
30 individuals. Although the sample size of 30 was appropriate for this study, a larger 
sample size of adult learners would be a better representative sample to gain a greater 
understanding about the essence of adult learners’ EI. 
Limitation issues. Due to the limitation issue of time constraints, the researcher 
also recommends that the participants derive from a voluntary group that is more 
organized or in a mandated and controlled environment such as a class or training 
session. The research group included individuals who volunteered and schedules varied; 
therefore, the efforts of contacting the participants and being available for assistance were 
challenging. 
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The ideal setting would probably be at a university or community college due to 
the positive results from this controlled setting. Walsh-Portillo (2011) detailed that, after 
the study of 111 students in a business elective college course, the total EQ of the 
participants significantly increased when the training was completed. Walsh-Portillo 
stated that, “clearly there are a multitude of opportunities for increasing emotional 
intelligence in community college settings” (p. 108). 
Demographics. The terminology of the adult learner varies, but ultimately one of 
the accepted definitions is, according to Hansman and Mott (2010, “an adult that engages 
in activities that may promote any sustained change in thinking, values, or behavior” (p. 
15). Therefore, seeking a more diverse demographic than a group of high education 
advisors and kindergarten through Grade 12 educators is recommended. However, adding 
individuals who are business managers, accountants, customer service representatives, 
and master of business administration students desiring change in their thoughts, values, 
or behaviors should be obtained to represent the adult learner population. Also a 
population with a demographic variation of age, race, and education is recommended for 
future studies. Future studies will have an opportunity to determine if any of these factors 
correlate with EI impact. 
 The concepts of EI are important to individuals especially those who are in a 
stressful workplace. Therefore, more organizations should invest in this training and even 
warrant it as a mandated session for those who want to seek leadership opportunities. 
Based on previously mentioned evidence (Reuben et al., 2011; McEnrue et al., 2010; Seal 
et al., 2011), those organization leaders who have implemented EI training into the 
workplace have gained positive outcomes and feedback from their participants. The 
results have been socially and financially rewarding for both the individuals and 
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employers.
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Appendix A 
 
Descriptive Statistics for Emotional Intelligence Standardized Scores 
for Subscales (N = 15 Per Group) 
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Descriptive Statistics for Emotional Intelligence Standardized Scores for Subscales (N = 15 per Group) 
 
Test Group 
 
Total SP SR SA ES SE EE 
Pretest Training Mean 113.40 111.67 108.00 113.53 108.20 111.33 102.93 
 
 SD 12.87 16.50 15.13 17.23 16.93 14.70 18.34 
 
 Min 83.00 65.00 66.00 63.00 69.00 77.00 67.00 
 
 Max 134.00 130.00 121.00 127.00 132.00 132.00 129.00 
          
 
Nontraining Mean 109.33 104.20 104.93 103.67 101.73 106.80 105.93 
 
 SD 11.04 11.77 10.87 14.24 12.57 10.82 11.49 
 
 Min 90.00 79.00 90.00 71.00 79.00 87.00 90.00 
 
 Max 126.00 121.00 121.00 124.00 122.00 127.00 123.00 
          Posttest Training Mean 115.00 112.67 108.00 111.07 114.80 111.73 104.80 
 
 SD 12.95 14.06 12.91 14.96 14.82 14.79 21.07 
 
 Min 89.00 84.00 81.00 76.00 79.00 86.00 59.00 
 
 Max 135.00 129.00 121.00 127.00 132.00 133.00 131.00 
          
 
Nontraining Mean 109.33 106.20 104.93 109.33 100.07 107.53 107.40 
 
 SD 9.11 9.02 8.28 12.98 8.40 8.25 10.74 
 
 Min 86.00 88.00 90.00 81.00 79.00 91.00 90.00 
 
 Max 121.00 119.00 116.00 127.00 111.00 119.00 129.00 
          
 
   
AS IN IP IR EM RE DM 
Pre Training Mean 111.33 113.33 112.27 110.80 109.27 111.87 111.93 
 
 SD 13.04 11.39 10.03 11.30 10.37 13.62 14.32 
 
 Min 77.00 81.00 93.00 84.00 91.00 90.00 91.00 
 
 Max 126.00 124.00 130.00 124.00 129.00 129.00 133.00 
          
 
Nontraining Mean 99.87 108.67 109.93 108.73 106.47 111.13 104.93 
 
 SD 12.01 8.33 11.46 10.18 12.84 12.59 12.84 
 
 Min 77.00 95.00 85.00 84.00 83.00 80.00 88.00 
 
 Max 119.00 121.00 123.00 124.00 126.00 129.00 125.00 
 
 
        Post Training Mean 112.00 111.87 112.73 111.87 110.67 110.47 115.40 
 
 SD 11.05 12.02 11.27 11.17 10.33 12.84 12.43 
 
 Min 91.00 84.00 87.00 86.00 83.00 90.00 92.00 
 
 Max 130.00 124.00 132.00 124.00 129.00 129.00 129.00 
          
 
Nontraining Mean 100.07 108.47 110.07 109.07 104.87 112.80 102.93 
 
 SD 8.47 9.34 12.06 9.73 12.08 15.28 10.82 
 
 Min 84.00 93.00 89.00 92.00 89.00 73.00 80.00 
 
 Max 112.00 121.00 124.00 124.00 121.00 129.00 121.00 
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PS RT IC SM FL ST OP HA 
Pre Training Mean 109.33 111.80 106.87 110.33 105.00 112.47 107.53 106.40 
 
 SD 11.79 14.15 15.99 12.38 11.58 13.24 12.83 10.79 
 
 Min 87.00 80.00 74.00 88.00 81.00 81.00 82.00 80.00 
 
 Max 125.00 134.00 129.00 130.00 129.00 126.00 122.00 122.00 
 
 
        
 
 
Nontraining Mean 104.93 100.80 105.93 113.20 112.27 109.40 111.00 100.00 
 
 SD 10.64 16.30 10.28 9.37 12.40 10.43 8.60 11.51 
 
 Min 87.00 70.00 92.00 95.00 87.00 89.00 98.00 85.00 
 
 Max 119.00 130.00 123.00 128.00 131.00 128.00 123.00 118.00 
          
 
Post Training Mean 111.53 116.73 108.47 111.80 107.13 113.13 108.80 107.47 
 
 SD 12.90 12.38 13.50 13.26 12.39 13.95 12.43 11.05 
 
 Min 79.00 90.00 77.00 87.00 93.00 92.00 80.00 82.00 
 
 Max 125.00 134.00 126.00 135.00 137.00 128.00 123.00 120.00 
          
 
 
Nontraining Mean 104.47 99.47 102.80 112.53 112.33 106.80 111.60 100.50 
 
 SD 8.94 13.10 12.29 9.23 10.02 10.22 8.90 10.91 
 
 Min 81.00 70.00 77.00 86.00 90.00 86.00 90.00 82.00 
 
 Max 116.00 117.00 120.00 122.00 125.00 123.00 123.00 120.00 
 
Note. SP=Self-Perception, SR=Self-Regard, SA=Self-Actualization, ES=Emotional Self-Awareness, 
SE=Self-Expression, EE=Emotional Expression, AS=Assertiveness, IN=Independence, IP=Interpersonal, 
IR=Interpersonal Relationships, EM=Empathy, RE=Social Responsibility, DM=Decision Making, 
PS=Problem Solving, RT=Reality Testing, IC=Impulse Control, SM=Stress Management, FL=Flexibility, 
ST=Stress Tolerance, OP=Optimism, HA=Happiness. 
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Appendix B 
 
Individual Scores and Change by Dimension  
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Individual Scores and Change by Dimension 
 
 
Trained participant Time SA RT      
1 Pre 108 107      
 Post 97 100      
 Difference -11 -7      
         
 Time SA AS      
2 Pre 97 88      
 Post 97 98          
 Difference 0 10      
 
Time SR ES PS RT ST 
  3 Pre 90 90 87 80 89 
  
 
Post 104 104 102 97 104 
  
 
Difference 14 14 15 17 15 
  
         
 
Time ES PS IC IN HA
  4 Pre 93 90 92 95 87 
  
 
Post 104 110 96 116 116 
  
 
Difference 11 20 4 21 29 
  
         
 
Time SA AS PS RT OP
  5 Pre 109 102 107 107 103 
  
 
Post 122 109 96 100 113 
  
 
Difference 13 7 -11 -7 10 
  
         
 
Time SR IN PS IC HA
  6 Pre 102 98 99 96 94 
  
 
Post 106 93 99 77 101 
  
 
Difference 4 -5 0 -19 7 
  
         
 
Time SA ES AS EM SR RT HA
7 Pre 76 79 84 86 94 70 89 
 
Post 96 97 91 89 97 83 106 
 
Difference 20 18 7 3 3 13 17 
         
 
Time SA EE AS EM SR HA
 8 Pre 71 90 77 89 80 85 
 
 
Post 81 90 98 99 73 109 
 
 
Difference 10 0 21 10 -7 24 
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 Time IP EM FL 
 9  Pre 84 83 87 
 
 
Post 92 89 99 
 
 
Difference 8 6 12 
 
      
 
Time AS EM IC
 10 Pre 116 107 105 
 
 
Post 95 91 111 
 
 
Difference -21 -16 6 
 
      
 
Time AS PS HA
 11 Pre 109 107 87 
 
 
Post 95 110 82 
 
 
Difference -14 3 -5 
 
      
 
Time ES AS IC
 12 Pre 93 91 102 
 
 
Post 108 109 120 
 
 
Difference 15 18 18 
 
      
 
Time SA AS ST OP 
13 Pre 99 81 104 100 
 
Post 104 98 107 105 
 
Difference 5 17 3 5 
      
 
Time ES AS EM RT
14 Pre 86 94 94 80 
 
Post 79 86 89 87 
 
Difference -7 -8 -5 7 
      
 
Time SR EE PS HA 
15 Pre 90 97 87 94 
 
Post 99 93 102 97 
 
Difference 9 -4 15 3 
 
Note. SP=Self-Perception, SR=Self-Regard, SA=Self-Actualization, ES=Emotional Self-Awareness, 
SE=Self-Expression, EE=Emotional Expression, AS=Assertiveness, IN=Independence, IP=Interpersonal, 
IR=Interpersonal Relationships, EM=Empathy, RE=Social Responsibility, DM=Decision Making, 
PS=Problem Solving, RT=Reality Testing, IC=Impulse Control, SM=Stress Management, FL=Flexibility, 
ST=Stress Tolerance, OP=Optimism, HA=Happiness. 
 
 
